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The research is limited or nonexistent regarding; (1) Black Women student affairs mid- 
level administrators at predominantly white institutions, (2) the impact of both racism and sexism 
in student affairs supervision, (3) ways Black Women student affairs mid-level administrators 
challenge and resist racism and sexism in supervision, and (4) ways Black Women student 
affairs mid-level administrators supervise and want to be supervised. Black Feminist Thought 
served as the theoretical framework for this in-depth qualitative study seeking to understand the 
experiences of racism and sexism, how racism and sexism is challenged and resisted, and the 
various approaches of Black Women student affairs mid-level administrators in supervisor roles 
at predominantly white institutions. Using Sista Circle Methodology, data was collected 
primarily through sista circles. Data was presented through the use of poetry and spoken word to 
pay homage to the contributions of poetry made by Black Women. From the data, three 
theoretical constructs emerged: (1) The existence and prevalence of the “T” word, Trauma, (2) 
Listen Up! I’m Speaking Now, and (3) What is the service of student affairs, supervision, and 
higher education? The findings support the need for transforming supervision in student affairs. 
Finally, the study confirmed student affairs administrators fail to acknowledge and analyze 
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power structures and systems of oppression present within the job of supervising (Brown, R., 





“If there’s a book you want to read, but it hasn’t been written yet, then you must write it” 
-Toni Morrison 
 
I promised my mom I would get my PhD. It was something she was so close to achieving 
but never did. When my mom passed, my dad always reminded me of my promise to my mother. 
There was never a question of could I do this; rather, it was a journey of did I intrinsically 
believe in and see my worth, value, and brilliance. The day has arrived where I have earned a 
PhD. The journey to get here occurred because of my existence in relationship with others and 
belief and practice of self-definition and self-valuation. Let me share. 
To my mom and dad… I can only imagine the smiles, joy, high fives, and conversation 
you are having right now about your oldest daughter. You are rejoicing in the same way as when 
you found out I was going to be born: with champagne and a fancy dinner. We will be 
celebrating and rejoicing this for a lifetime. Within the many nuggets you left me, these 
consistently guide me: 1) to leave things and places better than how I found them, and 2) to 
never aspire to be like anyone else, rather to be the one people aspire to be like. Keep smiling… 
your oldest daughter and her research will be one that positively transforms organizations and 
cultures. Talk soon. 
To my wife… There are no words to explain or describe your unconditional support, love 
and sacrifices you provided for the past five years. One could say you and I had it easier because 
you have your PhD. We definitely did not have it easier. What I will say is that it is clear you are 
my rock today, tomorrow, and always. No question about it, you were always the first and the 
last to consult with and talk about the journey with. For as much as I drove you nuts, you never 
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wanted me to conform to “tradition” and “whiteness”. That is why we are now the Dr’s Hurny- 
Nathan. 
To the Nathan/Persons Family… It is an honor and a privilege to be your sister and aunt. 
 
Know I will always remember where I came from. 
 
To my other mom and dad… Through the gift of marriage I gained another set of parents. 
 
I am who I am today because of your unconditional love and support. 
 
To the Salce girls… It is an honor and a privilege to be your aunt. I will always be 
cheering you on and one of your biggest supporters. 
To the Gruber-Hine Family… One of the greatest gifts I ever received was becoming part 
of your family and having you as part of my family. Most of all, you have and continue to create 
space continuously engaging in action supporting the Black Lives Matter movement. I find 
comfort and unconditional love in your actions towards me and others who look like me. 
To my chosen family…. Formation, Aaron and Sara Issacs, MJ, Julie L., Deanna and 
Robert Adolph, Bobby K, Moses D., JL, Garry and Dawn Morgan, Sarah L., and Tiffany A. 
Three things: 1) at any given time I can call you. You are there. No questions asked. Does not 
matter how long it has been. This proved to be true on the journey of becoming and achieving 
Dr. B; 2) you make the ups and downs of the PhD process and life so much brighter; and 3) 
thank you for recognizing the brilliance and beauty of me and my research when I did not 
always. I am because we are. 
To my cohort… I remember when we first met. I knew two of you prior. Little did I 
know that most of you would be celebrating the most special day with me, my wedding just two 
years later. As I found my voice to do this PhD my way and to always show up authentically, I 
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wish you all find your own voices; to do the PhD your way, and to continue to exist in your 
authenticity after we are done. 
To my editor…This masterpiece shines because of your expertise that I do not have. 
 
To my committee… There is nothing but respect and love for you four women. I am 
because we are. Dr. Arthur, you took a chance on me even if you were not use to my persistence 
and did not know me. I remember our first conversation like it was yesterday, a Monday evening 
via Zoom. Tears were shared. I had gained a sister and a confidant from that point on. Let me be 
clear: You are brilliant, fierce, and the definition of self-definition and self-valuation. Thank you 
for being a role model and voice that was always by my side reminding me I am more than 
enough in my Black womanhood. I am so excited about our future together as colleagues, 
friends, and confidants in sisterhood working and existing in community together. Dr. Leone… 
Our journey began in 2007 when we were colleagues. Our defining moment was attending SJTI 
in 2009. From that point on, I knew we had a special calling and our relationship could transform 
people, places, and policies. There was never a doubt I needed and wanted you to be a significant 
part of my PhD process. Your commitment to being on my committee signified your continued 
support of me and your advocacy of Black Women. Since we are both Dr.’s now, I look forward 
to our future of working together to transform organizations and culture. Dr. Hughes… You and 
I recommitting to our monthly lunches to ensure I finished, allowed me to truly flourish and find 
myself. You and I recommitting to our monthly lunches solidified my purpose of giving back 
and uplifting Black Women. There are not enough words to adequately explain what you have 
done and continue to do for me, by simply allowing me to be me and for being a confidant. You 
gave me the wings to soar and I am soaring. Finally, Dr. Carlson… My chair, my advisor, my 
mentor, my friend. To acknowledge what you have done for me in this process will take a 
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lifetime; so here are a few highlights. I remember the first time you called me “colleague”; I was 
speechless. You know it takes a lot to make me speechless. I remember the first time you called 
me brilliant— never before had that happened. I remember our first connection, it was as if we 
had connected long before as we discussed what it’s like to be “out in the south” and to deal with 
grief and loss of people we love. And finally, I remember ALL the times I doubted myself; you 
picked me up, always reminding me the value of me and my research. You challenged yourself 
and actively engaged in your own learning about the experiences of Black Women and your own 
journey of social justice activism. Just remember, you, too, are enough. You are more than 
enough. There is NO OTHER CHAIR I would ever want to do this with than you. As I tell you 
often, Dr. Carlson, you are stuck with me for life. 
To this group of sista colleagues… Alexa, Diane, Elizabeth, Helen, Kenya, Laila, Sage, 
and Sydney. No training could ever prepare me for data collection. Rather, my lived experiences 
of being a Black Woman is what prepared me for the beauty, trauma, intellect, and gifts we bring 
to whatever we grace our presence with. Doing this with you will forever be one of the greatest 
blessings and gifts I ever receive. It is my hope our paths will cross for future fellowship, 
partnerships, and collaborative opportunities. 
To these special humans… (DL, Gene, Matt, Tony, JJ, Leslie, EJ, AG, RV, AW, JK, 
Ophelie, Loren, MBH, TSwen, Susan, Lauren, The Moy’s, and SC) who took the time to connect 
with me, read and review my work, introduce me to new concepts, simply talk me off the ledge, 
and see in me what often I failed to see in myself, there are pieces of you I took as I engaged in 
this process and I take every day in my life. 
And finally, me. Yes, me. I thought losing my parents was the most difficult journey I 
would go on. Losing my parents only prepared me for the successes and triumphs of what I 
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would deal with on the PhD journey. If I’m truly honest, I always focused on the 
naysayers than the positive folks. I used the naysayers as a test to prove I am more than 
enough. By no means is this healthy, but it got me done. The other piece that got me 
done was my sista scholar, friend, and cohort mate would send me videos throughout my 
journey of inspiring talks from Black people, specifically related to Black Women. She 
sent me one called, “Yo Real Talk”. In it, the poet shares, “The fact that you are unique, 
is an accomplishment. The fact that you aren’t a copy and like everyone else in this 
world. That’s an accomplishment. You are accomplishing a lot just by being your unique 
self, so what are you truly worried about. You wanna make moves in this world; you’re 
supposed to move the world, not just make moves in it. You’re supposed to move it all 
together. It’s a new lane you are creating. It’s not going to be easy, but it will be worth 
it”. Well, I’m here to cheers myself and to cheers to moving the world and creating new 
lanes. For if I never went on this journey, this specific dissertation perhaps would never 






For my parents, 
Sandara Adams and Bethel Earl, 
you gave me the gift of life. 
 
You are my foundation for who I am and who I continue to be in existence. 
 
You will always be my guiding light. 
 
 
For my wife, 
 
Dr. Gina Hurny-Nathan 
 
You continue to give me life in your decision to share this life with me. 
You say I make you the better person; you truly make me a better person. 
And I’d say, “I do” for the rest of my life, with all that I have, I do 
And I will when the sky is falling, I promise you I’m all in 
No turning back 
 
Every day, every moment, every breath you take. 
 
I choose you. 
 
 
For the eight sista colleagues who came on this journey with me, 
I am because we are. 
 
 
For all the young Black Girls who have their life to live, 




For all the Black Women who have left this world (including my mother); may we 
always be reminded we are enough; we are MORE than enough. 
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Her name is Judith Jamison. 
Her name is Audre Lorde. 
Her name is Debbie Allen. 
Her name is Maya Angelou. 
Her name is Alicia Keys. 
Her name is Lauren Hill. 
Her name is Mary J. Blige. 
Her name is Misty Copeland. 
 
 
I was exposed to the arts as a little girl and it was equally as important to be exposed to 
artists who identified as Black Women, like myself. Art for me consists of poetry, dance, theater, 
music, and the diversity of artwork such as painting and pottery. While I love the arts, I never 
considered myself an artist, much less a poet. I just knew I always had and have a gift of 
speaking from my heart. More than anything, the following items were important as I engaged in 
writing and conducting research for my dissertation: 1) The research would be written in an 
accessible manner so any person reading our stories could at minimum understand and be 
inspired to make change, 2) The research would be written and conducted in a manner centering 
Black Women; our stories of truth, and 3) As an emerging Black Feminist practitioner and 
scholar, I use my power to embrace both the beauty and pain of what it means to exist in society 
as a Black Woman; and to infuse my reflections and experiences through poetry, spoken word, 
or other art forms in this endeavor and future endeavor. 
Her name is Phyllis Wheatley. Wheatley broke barriers in history being the first Black 
person, female, or male, in the literary world (Rutter, 2016). In the summary of African 
American Women Poets, Rutter (2016) further illuminated the following quote from the 
Alphonse Fletcher Jr. University, Professor and Director of the Hutchins Center for African 
xvi  
American Research at Harvard University, said by Henry Louis Gates Jr; “All subsequent black 
writers have evolved in a matrilineal line of descent, and that each, consciously or unconsciously 
has extended and revised a canon whose foundation was the poetry of a black woman”. Keeping 
in mind the foundation and continued contributions of Black Women poets, I remain committed 
to using my creative voice to convey the experiences, research, and knowledge of myself, Black 
Women and the sista colleagues that came on this research journey with me as a space of 
resistance. Resistance in centering Black Women, resistance in challenging what is considered 
“research worthiness”, resistance to celebrate and honor the gifts of Black Womanhood, and 
resistance in being me. 
Poetry is incorporated in the beginning and ending of Chapters 1-3 through the technique 
of blackout poems. The blackout poems provide a bit of insight into the sista colleagues who 
took part in this research study. Four poems serve in the form of interludes. The interlude poems 
derived from my research journal reflecting on various aspects of my PhD journey, research 
process, and my identity as an emerging Black Feminist scholar. Chapter 4 consists of blackout 
poems turned into spoken word poetry representing the various findings from the research. “I 
Am” poems are expressed in Chapter 5. Last, I conclude the dissertation project by a poem that 
provides an overall reflection of my journey. All poems are italicized in this dissertation to 
signify I as the author of them and the pulling from multiple transcripts (Glesne, 2016). 
As you embark on reading as much or little as you choose of this dissertation, I 
encourage you to pay attention to the poetry. Pay attention to the poetry and ask yourself a 
modified version of questions Black Feminist researchers Ohito and Nyachae (2018) posed to 
those who choose to use poetry as a way of honoring Black Feminist in their research. 
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1) What does the poem convey about racialized and gendered identities, lived 
experiences of the researcher, and lived experiences of the sista colleagues? 
2) When reading or listening to the poems, what are words, sentences, images, and 
thoughts that make you think, affirm you, disappoint you, challenge you, or most 
resemble relation to your lived experiences? 
3) After reading or listening to the poems, what are you compelled to do as a result of 
your newly formed knowledge? 
In conclusion, Elaine Welteroth, NAACAP award winner and author of the book, More Than 
Enough said, “When you exist in spaces that weren’t built for you, sometimes just being you is 
the revolution”. Welcome to the revolution of Black Women student affairs mid-level 
administrators, our experiences of and resisting racism and sexism in supervision, and our 
knowledge, strengths, and talents as supervisors. 
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I knew that when an individual Black woman’s consciousness concerning how she 
understands her everyday life undergoes change, she can become empowered. Such 
consciousness may stimulate her to embark on a path of personal freedom, even if it 
exists primarily in her own mind. If she is lucky enough to meet others who are 
undergoing similar journeys, she and they can change the world around them (Collins, 
2000, p. x). 
We are Alexa, Diane, Elizabeth, Helen, Kenya, Laila, Sage, Sydney, and the researcher. 
We are the sista colleagues who engaged in this research study. The researcher is included due to 
the active participation as a result of sista circles (Dunmeyer, 2020; Johnson, 2015). Chapters 1-3 
begin and end with individual blackout poems sharing the reasons the sista colleagues wanted to 
be in the study, what it meant to be a Black Woman student affairs mid-level administrator, and 
immediate highlights from taking part in the research study. 
Meet Alexa 
Timing is everything. Anti- 
 
blackness from other folks of color at my institution; been in 
 
denial. When is somebody fighting for my 
 
Black womanhood?  I do not see them. 
 
Supervising an African American young professional female; 
 
see things in her that I did not see in myself. I needed 
 
to speak. Being here is 
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hard. I work in diversity with other people of color, social 
 
justice warriors. All performative 
 
I have been hurt and disappointed; 
 
intentionally surrounding myself with Black Women more and 
 
more unconsciously. I can't find us at the institution 
 




the baton is the way I supervise, I do not feel in the same 
 
way, with , who supervises me and my colleagues. , the Baton, you 
 
pass it. at the same time you're reaching back; constantly moving 
 
forward and reaching back all working for the same 
 
goal. Some relays you change your position. 
 
I run a race by myself. 
 
Joy is resilience I have every reason to be 
 
joyful; every reason to be pissed off. 
 




Used and betrayed by colleagues and supervisor. If I can find more 
 
people to run a relay with, it will be so much easier. I will be that 
 
for my staff. 
 
Need for community amongst other Black Women 
 
Gaslighting? What that means for Black Women in mid-level 
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leadership? Am I crazy? This opportunity 
 
nah, you, ain't crazy simple as that. Rosa 
 
Parks and nah, I hold that, differently 
 
need for self-care differently not figured it out. 
 






Reflect. Tucked away bad 
 
experiences; how things were problematic. 
 




Process as a supervisor. Faculty member now. 
 
How I can prepare my 
 
students, navigating these issues; making sense of racism I 
 
experienced in the classroom, from my students. 
 




Graduated with my PhD. Understand this process and know how 
 
horrible it is and amazingly beautiful at the same time. I Want to be supportive. 
 
Heart, the core 
 
of who I am how I am a leader, both inside and outside of the classroom. 
 
Concerned about students. 
 




Not always though. As a student affairs professional, constantly 
 
redefining who I am, and I what the work is. Going 
 
through student affairs for 10 years, I was 
 
not out as a queer woman and I now am. Very integral in how I lead and 
 
how I teach too. 
 
Connection to activism is central. 
 
Forward thinker; where am I trying to go? Where am I trying to 
 
get students to go and then working backwards? 
 




doing diversity work, get pigeonholed. 
 
Developing people; really important to me. 
 
Hesitated being a faculty member. Thought I did 
 
not show up like other people. 
 
I am not that smart. Who I am is who my students 
 
needed. Why wouldn't that be the same in the classroom? 
 
Matches light a fire 
 
with students and myself. I’m sensational. Comes at a 
 
cost. I Don't always know what the cost is. 
 
Choose to do it anyway. 
 
All virtual Worried as someone who's no longer a 
 
practitioner, would it make sense for me to be a part of the group? 
5  
Was not an issue. I  
 
Helpful this other perspective 
 
being in the classroom. Still 
 
in loop with student affairs folks. Want to know these people 
 
Help, support, do something 
 





Brown et al. (2020) states, “As supervision has a direct impact on our daily work, so do 
our identities” (p. 8). Brown et al.’s statement on supervision and identities highlights the 
importance of understanding the impact social identities play in the supervision relationship 
between supervisor and supervisee. The 2018 Women in the Workplace Survey statistics 
provided concrete numbers linking the intersection of race and gender to supervision and the 
workplace environment for Black Women in no specific industry. The statistics revealed 60 
Black Women in corporate America are promoted for every 100 men, regardless of race. Further, 
40% of Black Women have their expertise questioned by colleagues. More so, only 35% of 
Black Women have their work celebrated by their supervisors. Additionally, 46% of white men, 
27% of white women, and 13% of men of color occupy managerial positions compared to 12% 
of women of color. Finally, 59% of white men, 24% of white women, and 12% of men of color 
occupied vice president positions compared to 6% of women of color (Krivkovich et al., 2018). 
The 2018 Women in the Workplace Survey statistics result in a critical need to 
understand the concept of intersecting social identities; specifically, race and gender. 
Additionally, the 2018 workplace survey statistics resulted in the critical need to acknowledge 
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Black Women experience racism and sexism from their supervisors and direct reports in the 
workplace. Finally, the 2018 workplace survey statistics led to the need to understand and 
acknowledge the complexities and strengths Black Women bring to the workplace. And Black 
Women administrators have and still experience racism and sexism in student affairs and higher 
education (Arjun, 2019; Hairston, 2018; James, 2018; Miles, 2012; Townsend, 2019; Williams, 
2019). 
 
Supervision in Student Affairs 
Researchers have shared student affairs mid-level professionals learn supervision in 
various ways (Halter, 2016; Keegan, 2010; Nichols & Baumgartner, 2016). Nichols and 
Baumgartner (2016) also reported mid-level administrators do not always understand their job 
responsibilities and mid-level administrators divulged both a lack of preparation in knowing how 
to supervise and a lack of knowledge in knowing supervision was part of their job. Finally, 
researchers have argued supervision is considered a necessity in student affairs because of its 
direct impact on the retention of new professionals (Davis, 2013; Davis & Cooper, 2017; 
Holmes, 2014; Janosik et al., 2003; Shupp & Armino, 2012). Despite the role of supervision 
within mid-level and senior-level job responsibilities “supervision has received little attention in 
the literature” (Shupp & Armino, 2012, p. 157). Bottom line, the student affairs profession has 
failed to produce and engage in providing tools, time commitment, and research describing how 
to supervise within a culturally different relationship (Davis & Cooper, 2017). Additionally, the 
student affairs profession has failed to engage in supervision that does not practice, enforce, and 
promote racism, sexism, and other systems of oppression against Black Women and other 
marginalized groups (Brown et al., 2020; Farris, 2018; Gunzburger, 2017; Wilson et al., 2020). 
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Statement of Problem 
Brown et al. (2020) asserted supervision directly impacts the lives of all student affairs 
administrators. Further, they declared, 
The combination of a lack of training on supervision, limited self-work or teamwork 
around dominant and subordinated patterns at a group and individual level, and 
inadequate awareness of how systems of oppression operate perpetuate privileged social 
norms that impact our practice. (p. 3) 
The declaration asserted by Brown et al. (2020) defined the problem of supervision in 
student affairs. This problem is further supported by gaps found in a review of literature 
discussing the presence and impact of both racism and sexism in student affairs supervision. The 
gaps in the literature are further highlighted as I failed to find research focusing specifically on 
the role and impact of both racism and sexism in student affairs supervision between Black 
Women student affairs mid-level administrators and their supervisors and Black Women student 
affairs mid-level administrators and their direct reports who work at predominantly white 
institutions. Additionally, there was a failed attempt to find research studies specifically 
discussing the intersection of race and gender in student affairs supervision, while two 
dissertation studies (Farris, 2018; Gunzburger, 2017) addressed the role of race in student affairs 
supervision. Finally, I assert all Black Woman student affairs administrators working in higher 
education will continue to experience racism and sexism from their supervisors and direct 
reports until the student affairs profession mandates and operates supervision that is free of 
racism, sexism, and all systems of oppression. 
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Purpose of the Study 
The purpose of this qualitative in-depth study created a space of liberation and 
empowerment for Black Women, student affairs, mid-level administrators at predominantly 
white institutions to share stories of experiencing and resisting racism and sexism in supervision 
from both their supervisor and direct reports. As part of the study, I also sought to transform 
supervision in student affairs and higher education by providing Black Women, student affairs, 
mid-level administrators the opportunity to describe their approach to supervision and to share 
with colleagues what they need to know about supervising us. While I cannot speak to the future 
impact this study will have on supervision in student affairs, I can attest to this study providing 
real time and space to offer action-oriented solutions and direct knowledge from Black Women 
mid-level administrators who supervise at predominantly white supervisions. 
Research Questions 
The following questions guided this research study: 
 
1. How do Black, Women, student affairs, mid-level administrators at predominantly white 
institutions describe their experiences of racism and sexism from their supervisors and 
direct reports? 
2. How do Black, Women, student affairs, mid-level administrators at predominantly white 
institutions describe their experiences of resistance to racism and sexism from their 
supervisors and direct reports? 
3. How do Black, Women, student affairs, mid-level administrators at predominantly white 
institutions describe their approach to supervision? Specifically, how is social justice, 




Creswell (2014) described the theoretical lens in research as a lens that “becomes an 
advocacy perspective that shapes the types of questions asked, informs how data are collected 
and analyzed and provides a call for action or change” (p. 249). Black Feminist Thought (BFT) 
in conjunction with intersectionality guided this study. While there have been many contributors 
to Black Feminist Thought, I primarily used the foundation and contributions of sociologist 
Patricia Hill Collins to BFT in this research study. 
Collins (1986) described BFT as unique; unique because “black feminist thought consists 
of ideas produced by Black women that clarify a stand- point of and for Black women” (p. S16). 
Collins (1986) further elaborated BFT is unique because (1) Black Women are deemed the 
creators of BFT, (2) Black Women share common experiences as a result of being both Black 
and Women, (3) Black Women possess other social identities (socioeconomic status, age, sexual 
orientation, ability), Black Women experience discrimination in different ways, and (4) one of 
the main responsibilities of BFT is to provide many experiences of the diverse collective that is 
called Black Womanhood. 
As part of BFT, Collins (1986) explained Black Women exist as outsiders within. The 
outsider within is a lens that positions Black Women inside higher education institutions with 
limited access to power. However, Black Women as outsiders within “may be one of many 
distinct groups of marginal intellectuals whose standpoints promise to enrich contemporary 
sociological discourse” (Collins, 1986, p. S15). As a result of being outsiders within, the voices, 
and experiences of Black, Women, student affairs, mid-level administrators should be heard, 
valued, and respected. 
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Lloyd-Jones (2009) explained both race and gender are linked together making it 
incomplete to talk about one of those identities without the other. The basis of Lloyd-Jones’ 
(2009) belief is the foundation of what Crenshaw (1989) coined intersectionality. Kimberle 
Crenshaw, a civil rights lawyer and self-identified Black Feminist, explained intersectionality as 
the impact of how race and gender together influence the experiences of Black Women. 
Crenshaw (1989) later explained the significance of intersectionality: 
 
Intersectionality was a prism to bring to light dynamics within discrimination law that 
weren’t being appreciated by the courts. In particular, courts seem to think that race 
discrimination was what happened to all black people across gender and sex 
discrimination was what happened to all women, and if that is your framework, of course, 
what happens to black women and other women of color is going to be difficult to see. 
(Crenshaw, as stated in Coaston, 2019, para 25) 
Throughout the years, the concept of intersectionality has become a topic of conversation 
and debate in various academic, social, and political arenas (Coaston, 2019). Thus, Crenshaw has 
continued to explain, advocate, and challenge the need to incorporate intersectionality in practice 
to eliminate systems of oppression (Coaston, 2019). Simply put, to understand the experiences of 
Black Women, people must take into consideration both their race and gender. Additionally, 
BFT recognizes Black Women are creators of knowledge (Collins, 2000; Clemons 2019); an 
important notion in challenging and resisting what is often considered research. BFT and 
intersectionality is discussed in greater depth in Chapter 2. 
Significance of Research Study 
The first Black Woman elected to serve as President of the Association of the Study of 
Higher Education (ASHE), Dr. Lori Patton Davis, called on institutions of higher education to 
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ensure Black Women exist as “full participants” in a 2020 talk. For Black Women to exist as 
“full participants”, Patton Davis (2020) advised higher education must (1) examine their 
structures that inhibit the full participation of Black Women, (2) call out the intersectional 
injustices higher education creates and perpetuates for Black Women, (3) center research on the 
gifts and talents Black Women bring, and (4) use the identity descriptors “Black Women”, rather 
than just saying women of color. I honored the call by Patton Davis (2020) as I centered the 
experiences of Black, Women, mid-level student affairs administrators who discussed their lived 
experiences of and resisting racism and sexism in supervision Additionally, I centered the gifts, 
talents, and various approaches to supervision of Black, Women, mid-level student affairs 
administrators. 
The unique experiences Black Women mid-level administrators at predominantly white 
institutions shared related to experiencing and resisting racism and sexism in supervision 
supported the need for change in student affairs supervision. Therefore, this study supported the 
following charge, if “true change is to happen in creating inclusive campuses, change needs to 
happen first in the supervisory relationships that inform practice, shape environments, and 
ultimately enact the value of inclusive on campus” (Wilson et al., 2020, p. 7). 
Additionally, this dissertation study was the first to (1) examine and understand the 
experiences of both racism and sexism from an intersectional lens Black Women student affairs 
mid-level administrators experienced in supervision from their supervisors and direct reports, (2) 
understand how Black Women student affairs mid-level administrators challenged and resisted 
racism and sexism from their supervisors and direct reports, and (3) offered concrete knowledge 
on how Black Women student affairs mid-level administrators approached supervision. Finally, 
this research study used a culturally relevant methodology called Sista Circle Methodology 
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(SCM). SCM is “a qualitative research methodology and support group for examining the lived 
experiences of Black women” (Johnson, 2015, p. 43). SCM is discussed further in Chapter 3. 
Positionality Statement 
Readers want to know who the researcher is, why did they conduct research, and insight 
into research process (Wolcott, 2010). To be a Black Woman conducting research about and with 
other Black Women is to constantly prove the legitimacy of my research (Clemons, 2019; 
Collins, 2000). Therefore, this research study is not neutral and objective. Instead, this research 
study is rooted in knowledge and belief Black Women, as individuals and a collective, offer and 
possess knowledge through our own lived experiences; otherwise known as Black Feminist 
Epistemology (BFE) (Collins, 1990, 2000). BFE is explained in more detail in Chapter 3. 
Finally, the following disclaimers below describe my positionality and how I approached this 
research: 
(1) I capitalized the phrase Black Women. I do not capitalize predominantly white 
institutions, or the word white to break down and eliminate power dynamics that 
already perpetuate racism and sexism against Black Women within the institutions of 
higher education (Perez-Huber, 2010). 
(2) I used “we” and “us” to describe my connection and relation to being both a Black 
Woman researcher of this study and a Black Woman participant within this study 
(Collins, 2000). The use of we and us parallels a tenet of the epistemology of Black 
Feminist Thought (BFT) that emphasizes Black Women possess knowledge through 
their own lived experiences (Collins, 2000). 
(3) I focused specifically on Black cisgender Women. As a Black cisgender Woman, I do 
not pretend to relate to the experiences of Black trans Women. I fully acknowledge, 
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recognize, and am aware of the additional harm and trauma Black trans Women 
experience. In committing to creating a research study experience where Black Women 
are not harmed, I do not feel I am adequately prepared to also bring in the additional 
experiences of what it means to be a Black trans Woman student affairs mid-level 
administrator. Thus, I acknowledge my own continued learning related to the 
experiences of Black trans Women student affairs mid-level administrators. 
(4) I illuminated the strengths and knowledge of Black Women student affairs mid-level 
administrators in this research as a responsibility to what Patton-Davis (2019) 
challenged society to do: 
I think Black women have amazing contributions and do so many amazing things, but 
institutional leaders and those who espouse the goals of transformation rarely if ever look 
to Black women and their contribution and the way that they have done things in the past 
as a model for how our institutions or social systems might change. (Patton- Davis, 2019, 
para. 6) 
(5) I used the word sista colleagues instead of participants in connection to honoring our 
collective lived experiences. 
(6) I infused poetry throughout my research study as another way of resisting, feeling 
liberated, and sharing the study in an accessible manner so regardless of social identities 
and backgrounds, readers can learn, relate, and be moved to make change in their 







This is my story. Welcome to real talk. 
Remain the same or make systemic change. 
Fact. All of us are socialized within an anti-blackness, misogynistic, classist, homophobic, 
transphobic, ableist, white supremist, and patriarchal world from birth. Higher education 
institutions, student affairs, and supervision are contributors to and impacted by socialization. 
Me as a Black Woman supervisor in the student affairs profession 
 
Do I have special rules I have to abide by? Check. 
 
Can I challenge the status quo? Not without repercussions. 
 
Can I wear my hair in its natural state or have locs and still be considered professional? 
 
Depends on where I work. 
 
Can I call out overt and covert policies of racism and sexism in our departments and 
institutions? Not without repercussions. 
Am I the sole Black Woman in a mid-level position in the office? 99.9 percent of the time. 
 
Me as your Black Woman supervisor or direct report in the student affairs profession 
 
I cannot ask you questions about your work and why you do things the way I do. But you can 
question me. 
Naming the presence of power and social identities within the supervision relationship and the 
dynamics of the office. Come again? 
Someone you can learn from and whose knowledge you value? Depends on what you think of me 
and what our colleagues think of me. 
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Black Women Supervisors 
Ever been told you never ask what you can do for the institution? You only ask what it can do for 
you? I was. 
Ever been excited to be supervised by another Black Woman, Black man, or a person of color? 
Only to experience one of the most sexist, homophobic, and harmful internalized oppression 
experiences ever? I was. 
Ever been told you lead too much from a place of your race and gender and should go work at a 
historically Black college or university? I was. 
Ever have your peer promoted to be your supervisor; or have your entire staff deem you are 
incompetent, too emotional, and talk too much about identity? I did. 
Ever go into a mid-year evaluation to be told you are not meeting any expectations, not even one 
expectation? That was me, 20 years into a profession and indeed a first. 
Student Affairs and Higher Education 
If you consistently keep us at bay, tokenize us, and continuously operate perpetuating policies of 
both racism and sexism, why then do you hire us and give us the responsibility of supervising? 
Is it to make yourself look good? Is it to check the box to say we have one of those? Is it to say 
we are not racist and sexist? 
I left and have never returned to student affairs. 
 
Owning there is a problem is the first thing in transformation. Valuing, recognizing, and 
promoting our contributions and talents as Black Women supervisors can also be another start. 
Fact. All of us are socialized within an anti-blackness, misogynistic, classist, homophobic, 
transphobic, ableist, white supremist, and patriarchal world from birth. Higher education 
institutions, student affairs, and supervision are impacted by socialization are contributors to 
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and impacted by socialization. 
Remain the same. Or make change. 
No more do I choose to act little, be silent, or compromise my identities as a Black, 
lesbian, woman to make people, higher education, and other organizations feel good about 
themselves. I live my life transparently and authentically with the hopes that other Black Women 
can be and do the same. I am a proud, Black, lesbian, Woman, once believing in the ideals of a 
colorblind society, I now fully embrace my Black Womanhood. 
Growing up in Baton Rouge, Louisiana in a middle-upper class household, I had 
everything I needed. My mother and father provided a culture of unconditional love, unwavering 
support as I followed my dreams, and instilling in me the belief that I was worthy of love, 
happiness, and greatness. As all kids do, I took that for granted. I lost my mother when I was 19- 
years-old and my father when I was 34. At times, I feel like an orphan because my foundation is 
no longer present to just say I love you. I miss the community guidance and the unconditional 
love they always provided. 
The week leading to the second sista circle, I was sent a link to a TV interview my 
parents did in 1989. They were being interviewed on their political consulting business they 
owned. It was the first time since my dad’s passing in 2012 and my mom’s in 1997 that I heard 
their voices. I cried because I miss them. I know being sent their video was a sign to let me know 
they are with me daily. Receiving this link reaffirmed the connection I, as a Black Woman, had 
with my mother. The dialogue we had in the sista circles specifically related to the stereotypical, 
yet historical manner of Black Women: the nurturing, care taking, other mothering, strong, keep 
it moving people we are. And yes, when can we just be? “Just being” reminds me of my mother 
finding just 30 minutes a day to “hide in the bathroom”. That is what I now know was her time 
for sanity, for reflection, for her to not have to be “on.” 
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My mother and I argued every day for the 19 years I got to spend with her. In the midst 
of arguing, I came into my own as a Black Woman resembling the way my mother existed, with 
strength, pride, compassion, truth, and love. Many days and years later, till the loss of my dad, 
my dad would tell me how much I reminded him of my mother. In the beginning, I cried and felt 
sadness when he told me that. Then, I developed a sense of pride when he would say that. 
The pursuit of education was non-negotiable as my parents believed that education would 
serve as the foundation for their daughter’s ability to rise above the negative societal stereotypes 
portrayed of Black girls and Black Women. Outside of my household, I experienced what I now 
know is racism, sexism, and homophobia. While attending a predominantly white, private 
college prep high school, I experienced too many micro aggressions to count. I was “too Black” 
for my white peers and “not Black enough” for my Black peers. I experienced the same micro 
aggressions while attending predominantly white colleges and universities and working since 
2001 as a student affairs administrator in predominantly white institutions. I have been called the 
“b word” by men and women when I use assertive traits in communication or decision making. I 
have been called a racist by white people when I challenge my white colleagues to engage in 
conversation and action to talk about racism. I have been excluded and deemed “not enough” by 
social justice activists and educators who identify as people of color. 
My service in higher education spans a variety of institutional types as well as functional 
areas including multicultural affairs, student activities, leadership development and alumni 
relations. Knowing I need a PhD to be offered a seat at the table and paid a salary I can live on or 
to remotely be deemed as knowledgeable, I began the journey to getting my PhD the summer of 
2016. It was in my own reading, not through my class readings, I discovered Black Feminist 
Thought (BFT). For the first time as an administrator and a scholar, I saw myself in what I was 
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reading. I was reminded I am worthy, I belong, and I have knowledge. BFT supported me to tell 
my stories of pain and triumph. I was empowered to build community with not just other Black 
Women, but all people. I struggle to accept student affairs and higher education colleagues that 
say they “value” social justice, diversity, equity, and inclusion. Yet, these same colleagues do not 
advocate for, support, respect, or empower Black Women administrators. Instead, they remain 
complacent or neutral in working to support anti-black feminism as it relates to Black Women. 
It has taken me the majority of my life to understand and live my many purposes. One 
purpose is to be a role model for young Black girls to help them feel and believe they matter, 
they are needed, and they are valued. I have always been and continue to be on a search to form 
deep connections with other Black Women who uplift me and support me. Another purpose in 
my life is to build deep and transformative relationships across differences to serve as a positive 
example to what can be, when we acknowledge the pain, hurt, and trauma of our stories, when 
we acknowledge our differences and value our strengths that we as Black Women and other 
marginalized groups bring to the table, and when we work to actively engage in eliminating 
systems of oppression that continuously harm us and other historically marginalized individuals. 
Finally, I have a purpose to remain steadfast in living a life of authenticity and self-love. 
 
It is a constant practice and attention to self-care and self-love I must engage in. I cannot just 
forget the trauma from racism and sexism I have experienced and continue to experience. But 
what I can do and choose to do is to engage in resistance and always work towards liberation. 
Part of my resistance and liberation occurs through my written word, my attire honoring Black 
culture, and simply through my existence. As I continue to grow as a Black Feminist scholar, it is 




The concepts below are provided as a foundational understanding of terms to keep in mind 
as you read this dissertation. The explanations provided are the way I engage with the terms based 
upon my lived experiences and viewpoints. 
Black Women Intellectuals: Black Women, regardless of work profession, social 
backgrounds, or any other background), contribute to and engage in improving and 
reforming to better the lives of Black Women (Collins, 2000; West, 2020). 
Horizontal Oppression: Having people within marginalized groups enact and perpetuate 
discrimination against other people within marginalized groups (Hardiman et al., 2007). 
Liberation and Resistance: Actions and movements that challenge systems and norms of 
oppression such as white supremacy, anti-blackness, sexism, racism, and misogynoir. 
Liberation and resistance in this dissertation describe various ways Black Women student 
affairs mid-level administrators engage and achieve liberation and resistance (Collins, 
1990, 2000). As the researcher, I engaged in liberation and resistance by centering the 
experiences and knowledge of Black Women student affairs mid-level administrators, 
infusing poetry, and spoken word to communicate and convey research findings and 
reflections, and using a “culturally relevant” methodology and theoretical framework 
designed by Black Women. 
Mid-level student affairs professionals: Having worked at least 5 years in the profession, 
mid-level student affairs professionals typically report to senior-level staff and provide 
oversight and leadership for a department or area (Chernow et al., 2003; Fey & 
Carpenter, 1996). 
20  
Patriarchy: system of social structures, and practices in which men dominate, oppress, 
and exploit women (Walby, 1989, p. 214). 
Racism: Individual actions (both intentional and unconscious) that engender 
marginalization and inflict varying degrees of harm on minoritized persons, structures 
that determine and cyclically remanufacture racial inequity; and institutional norms that 
sustain white privilege and permit the ongoing subordination of minoritized persons 
(Harper, 2012, p. 10). 
Sexism: Refusing to recognize the existence of a gendered power difference means “not 
only denying the sexism women in those institutions experience, but also perpetuating it” 
(O’Donnell, 2017, para.12). 
Student Affairs: The area within higher education institutions concentrated on supporting 
students through experiential learning outside of the academic classroom setting. Areas 
within student affairs areas can include student activities, housing and residence life, 
Greek life, multicultural affairs, orientation and new student programs, veterans’ affairs  
(Long, 2012). 
System: Set of things interconnected in such a way that they produce their own patterns 
of behavior over time (Meadows, 2008, p. 2). 
Whiteness: Maintaining white supremacy from white people and people of color (Nguyen 
& Duran, 2018). Examples of whiteness include valuing concrete and measured data over 
storytelling and personal experiences, and people of color accepting whiteness as normal 
and expecting other people of color to conform to whiteness (Nguyen & Duran 2018). 
White supremacy: White supremacy is not simply the idea that whites are superior to 
people of color (although it certainly is that), but a deeper premise that supports this 
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idea— the definition of whites as the norm or standard for human, and people of color as 
an inherent deviation from that norm (DiAngelo, 2017, para 5). 
Delimitations and Scope 
This qualitative study provided Black cisgender Women student affairs mid-level 
administrators at predominantly white institutions the opportunities to share their experiences of 
racism and sexism in supervision from their direct supervisors and direct reports. In addition, 
sista colleagues shared stories of resistance and challenging racism and sexism from their 
supervisors and direct reports. Finally, sista colleagues shared their own approaches to 
supervision also discussing using social justice, intersectionality, and Black Feminist practices. 
To participate in the study, sista colleagues worked at predominantly white institutions, 
worked for a minimum of five years in student affairs, served in the role of assistant director, 
director, or executive director, supervised professional staff, and experienced racism and sexism 
from supervisors and or direct reports. Due to the lack of research studies on this topic, the study 
was bounded to supervision experiences from 2010 to June 2020. 2010 signified the beginning of 
including diversity, equity, and inclusion in the competencies for student affairs professionals 
suggested by the student affairs major organizations, ACPA and NASPA. 
Meet Elizabeth 
Pay it forward. I have 
 
experienced racism and sexism. Opportunity for me to process that. 
 
Supervising not my favorite thing to do. 
 




Give me a pep talk. Black Woman with a crown on it. Boss up, because 
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sometimes you just kind of have to. Blossoming into a badass 
 
woman with more faith than fear. Be the best 
 
version of yourself. God is not 
 
going to play you, Trust your dopeness, stay focused. you can do it. Do not worry 
 
about things you cannot control because it is a waste of time. 
 
Throughout career, not really affirmed in relationships. 
 
Doc program that the 
 
phrase imposter syndrome resonated with me. Hear people call me 
 
badass and how I am brave. Warrior soldier from Black Panther 
 
I aspire to be. 
 
Self-awareness, who I perceive myself to be. To 
 
move up, you have to supervise. Fine working in a job where it's just me. 
 
Summary 
The research study provided space for Black Women student affairs mid-level 
administrators to share stories of experiencing and resisting racism and sexism from supervisors 
and direct reports. Additionally, the study expanded on the two dissertation studies (Farris, 2018; 
Gunzburger, 2017) that named the impact of racism within student affairs supervision. Finally, 
the study offered insight and knowledge on how Black Women student affairs mid-level 
administrators supervise and want to be supervised. 
Interlude: How Do I Know I am Rich (Adaptation from Researcher Journal, July 2020) 
Upon finishing the first sista circle, I was in love. I remember one of my committee 
members telling me in our monthly coffee chat, collecting data was going to be my favorite part 
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of the process. Indeed, she was right. My second favorite part was telling our stories through the 
arts. The love for my study has sustained me. 
How do I know I am rich? 
 
When I look at my dissertation, there are more smiles than there are sad tears. 
Money pays the bills. 
I will soon have my PhD. So, there has got to be that professional opportunity for me to do what 
I am good at; what I am passionate about, and that pays me for my worth. Until then, let me be 
clear. I am not rich in money but rich in so many other ways. 
I proved the naysayers wrong because I brought my authentic self to this study. 
I proved the naysayers wrong because I finished the study. 
I proved the naysayers wrong because Black Women are the center and cornerstone of my study. 
Let me be clear. I am not rich in money but rich in so many other ways. 
The sista colleagues felt heard, valued, seen, and supported on their own journeys. 
 
If I am ever asked the question, am I happy with my study, unequivocally “yes” would be my 
answer. 
I know young Black girls are looking to me as a role model. 
 
I take my purpose as a role model with gratitude and with a necessity. For I know all we need 
sometimes is for someone to say you matter, you are needed, and I see you. 
Let me be clear. I am not rich in money but rich in so many other ways. 
How do I know I am rich? 
I am an active contributor to the revolution and existence of Black Girl Magic through my 
research, my purpose, and simply through my existence. 
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Interested in leadership, management and organizational development. 
 
Do not get the opportunity to process my own stuff. Full-time 
 
supervision is new for me. 
 
In community with other Black Women. Our 
 




help folks be better and to love us better and do right by us as supervisors and supervisees. 
 








Black Women, conditioned to be creative and innovative. 
 
Time-watch. never enough. 
 
Mirror; who I am in the world, how I impact other people 
 
how they impact me. Always 
 
looking at my email, pressure to respond. Jenga. I 
 
  I pull that one, everything is gonna crumble 
 
professionally and personally. 
 
Acknowledging our complicity and the systems that confine us, we become able to live without 
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I she's so powerful. Do not let 
 
the numbers define you Student affairs, 
 
assessment pieces; working in diversity, 
 
Doors shut, but 
 
doors opened. As a supervisor, what influence do I 
 
have to open doors for others. Hashtag a 
 
shot worth taking. Health 
 
nobody is giving you a trophy for it. t 
 
As a Black Woman working in general, wish I had more 
 
support. Getting ready to come back in a unique way 
 
never been in before. 
 
Feeling the same things around the same time, um, both 
 
within the circle, but then also whatever externally we had happening in life. 
 
consistent affirmation of, yeah, like I'm either being 
 
affirmed that I'm tired today or that, you know, extremely overwhelmed by 
 







So little research about supervision. 
 
Never had any guidance or tutelage around supervision at all in my 
 
career. Imperative Black Women's voices are heard. 
 
We get to talk about our experiences from our viewpoint; to support. 
 
Excited to be in solidarity with people. 
 
Some of the things I have experienced really 
 
were like out of bounds In the middle; 
 
outsider within, caged within 
 
something. This is where I'm at. And 
 
still gonna do my best at it Looking forward to meeting other 
 
Black Women who have served in various roles in student affairs, hearing their stories, 
 
sharing my stories with them. Excited to see our collective stories in print, in a research 
 
study. Any space where Black Women are coming together sharing their stories is a 
 
healing space, we specifically can use all the healing we can get right about 
 
now. Director of a multicultural equity inclusion 
 
office. Work hard 
 
stuck in the middle. 
 
One of the wokest on campus. Tiring. No one else 
 
is doing work. Asking you all the questions , I 
 
don't know all the things. Find somebody else to 
 
go learn. Happy and so excited to be 
 
alive. topics or issues 
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around students of color or other marginalized students 
 
now you're paying attention to me. 
 
times where I said and did things in those 
 
meetings where people kind of looked scared and I thought that was funny, . 
 
 
Black Woman, everything I do is political because I think that's true for us in all 
 
spheres, but especially at work. ,  
 
White colleagues can say whatever and go on about their day. I say 
 
something, what does that mean? Where is that coming from? And what 
 
do we need to do about that? Boss lady. Director 
 
For students, representation matters. 
 
  , Why am I still here? Why do I work at this job? Student 
 




Rocking hairstyles or talking the 
 
way that they would talk; . important for students to see. 
 
Wanted to make a difference. still want to. 
 
Don't necessarily have to be in higher education. Did not know what to expect, 
 
who the people would be, how we would connect. 
 
Process reiterated how magical Black Women are when we come together. 
 
 
Hear other people, dealing with these things too. 
 
Sad but made me feel less isolated. Black Women 
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on Black Women discrimination or Black man on Black Woman. Sad. 
 
Many had experiences with that. , 
 
Hardest experience I have had in higher education. Knowing that happens a 
 
lot; disheartening. Drinking the 
 
koolaid. Not what you expect. 
 
Introduction 
I performed a review of the literature using the following key phrases: “Black Women 
administrators in higher education and student affairs,” “Black Women resistance,” “Supervision 
in student affairs and higher education,” “Black Woman leaders,” “Racism in supervision,” and 
“Sexism in supervision.” These key phrases revealed the following gaps: 
1) research is scarce describing the experiences of Black Women student affairs mid- 
level administrators in higher education (Arjun, 2019; Clayborne & Hamrick, 2007; 
West, 2020) 
2) there is no standard definition of supervision in student affairs (ACPA & NASPA, 
2015; Brown et al., 2020; Tull & Kuk, 2012) 
3) learning supervision is often left up to the mid-level professional (Halter, 2016; 
Keegan, 2010; Nichols & Baumgartner, 2016) 
4) research studies addressing the impact of both racism and sexism, power, privilege, 
and oppression in the supervision relationship is bare. Just two dissertation studies 
addressed the impact of racism in student affairs supervision (Farris, 2018; 
Gunzburger, 2017). Additionally, two models of supervision were published in 2020 
related to addressing social identities, power, privilege, and inclusion in student 
affairs supervision (Brown et al., 2020; Wilson et al., 2020). 
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Organization of the Literature 
The review of the literature is organized into four sections. Section one provided an 
overview of the literature synthesizing and critiquing historical and present-day racism and 
sexism within higher education and student affairs. Section two provided an overview of the 
literature synthesizing and critiquing the impact of racism and sexism as experienced by Black 
Women student affairs administrators in higher education and the resistance techniques Black 
Women use to fight against racism and sexism. Section three provided a synthesis and overview 
of the literature of supervision in student affairs. Within this section, I highlighted ambiguities of 
supervision in student affairs, addressed the role and impact of race and gender in student affairs 
supervision, highlighted allies who specifically write about supervision, and concluded with a 
snapshot of three current student affairs supervision models and frameworks. The literature 
review concluded with an overview of the theoretical frameworks that guided this study. 
Racism and Sexism in Higher Education and Student Affairs 
Institutional racism and sexism exist as structures of power that work to maintain racism 
and sexism in higher education (Beatty et al., 2020; Cabrera, 2017; Stewart, 2017, 2019; 
Townsend, 2019; Wilder, 2013; Williams, 2019; Wolfe & Dilworth, 2015). The actions of 
racism and sexism within higher education occur because whiteness (race) and patriarchy 
(males) are deemed normal and rewarded (Bonner, 2001; Cabrera, 2017; Cohen, 2010; 
DiAngelo, 2017; Nguyen & Duran, 2018). Further, institutions of higher education fail to 
acknowledge white supremacy, the history of slavery, and continued action that reinforce racism 
and sexism (Cabrera, 2017; Nguyen & Duran, 2018; Sanguramoorthy & Richardson, 2020; 
Stewart, 2020; Wilder, 2013). It is important to note all types of institutions of higher education 
can and do perpetuate systems of oppression against Black Women and other women of color; 
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not solely predominantly white institutions (B.A.L., 2017; Bent, 2018; Bowers-Cook, 2017; 
Lessane, 2020; Lucila et al., 2010). 
In the essay titled Towards a Critical Theory of Whiteness, Owen (2007) named the 
prevalence of whiteness in the history of building American higher education: 
Not only does whiteness have its origins in the physical and psychic violence of the 
enslavement, genocide, and exploitation of peoples of color around the world, but also it 
maintains the system of white supremacy in part by means of actual and potential 
violence. (p. 206) 
Owen (2007) also named the impact of whiteness for people of color and named 
specifically the existence of white supremacy. Having a white person critically name the 
presence of whiteness and white supremacy is critical when aiming to garner greater awareness 
and acknowledgment from white people regarding the presence of white supremacy within 
higher education. 
Higher education was built to support slavery by slaves themselves as detailed in 
Wilder’s (2013) Ebony and Ivy. The slave practices American higher education was founded on 
and participated in, Tuck and Yang (2012) called “white settler colonialism”. White settler 
colonialism describes the goal of white men during this time taking land away from Native 
Americans and Black slaves, killing Black slaves and Native Americans, and selling slaves for 
money and land. As a result of the business of slavery within American higher education and a 
continuation today of daily systems of racism and sexism, it is easy to see why Black and Brown 
people do not see themselves in higher education. 
Bondi’s (2012) qualitative study confirmed how whiteness is embedded within graduate 
programs of student affairs and higher education. In her study, Bondi (2012) highlighted the 
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ideals of objectivity (Wagner, 2005); a way to maintain whiteness in institutional practices and 
policies. Objectivity, as Bondi (2012) posited, gives institutions the permission to ignore 
historical and social power structures aiding in the continued oppression of students from 
historically marginalized backgrounds. Bondi’s (2012) confirmations came from the white 
graduate student participants in her study. 
Finally, systems of oppression are present in all institutions of higher education. For 
example, Bowers-Cook (2017) research study shared narratives of Black Women PHD students 
attending Hispanic Serving Institutions. The stories shared in Bowers-Cook (2017) study, 
described policies and practices of treating Black Women as the token, silencing Black Women, 
and cultural appropriation of Black culture. Bowers-Cook (2017) expressed the treatment of 
Black Women in Hispanic Serving Institutions to be out of the ordinary: 
I found it strange that the narrators of this research happen to be Black women in 
universities that are lauded for diversity and inclusion efforts, appear to be committed to 
recruitment of minority students, and have made significant gains in retaining and 
enrolling Hispanic students. (p. 152) 
Hughes and Giles (2010) argued the majority of higher education institutions fail and 
consistently fail to interrogate, challenge, or eliminate systems of racism, sexism, and other 
oppression. The argument by Hughes and Giles (2010) paved the way for Stewart’s (2019) 
timely essay called Ideologies of Absence: Anti-Blackness and Inclusion Rhetoric in Student 
Affairs. In the 2019 essay, Stewart affirmed higher education’s unwillingness to examine systems 
of racism, sexism, and other forms of oppression embedded within the institution of higher 
education. In a critique of student affairs, Stewart (2019) used composite narratives (Patton & 
Catching, 2009) to show Black student affairs students, staff, and faculty are “absent” from the 
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profession. Stewart (2019) further declared Black people in student affairs experience not 
belonging, a lack of safety, invalidation, and do not receive rewards. In the following excerpt, 
Stewart (2019) shared a real-life conversation between two Black student affairs professionals 
contributing to the ideology of not belonging that Black Women experience in student affairs: 
So, you know we brought three candidates to campus, a white man, a white woman, and a 
Black woman who was the last candidate. In our last search committee meeting, someone 
had the audacity to say that they didn’t think the Black candidate would be perceived as 
“professional.” I asked them, why not? They said it was because she answered questions 
“too directly” and she might be too harsh. The white woman answered questions just as 
directly, but they were excited that she would fit well with the rest of the office. (p. 17) 
 
Stewart (2019) later challenged how belonging is again centered around the ideals of 
whiteness: 
Belonging is a condition produced by institutional systems and structures that include 
some, while excluding others. In fact, being made to belong, “citizenship” is a privilege 
bestowed upon those who have assimilated to ways of being and doing that have been 
normalized, optimized, and centered within institutional systems based on whiteness. At 
the same time, others are not made to belong for failing to display appropriate ways of 
being and doing. (p. 22) 
While I centered both race and gender in this study, Stewart (2019) specifically named 
Anti-Blackness that occurs within student affairs. Naming Anti-Blackness is incredibly critical 
and poignant because it parallels the historical and current experiences of Black administrators, 
faculty, and students in specifically student affairs and higher education. In an earlier article, 
Stewart (2017a) critiqued how student affairs utilizes inclusion to perpetuate exclusion. Stewart 
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(2017a) asserted student affairs engages in practices of safe spaces which support privileged 
identities, validates whiteness, and perpetuates assimilation for Black students and professionals 
at predominantly white institutions. 
To understand why and how racism, sexism, and systems of oppression occur and 
continue to occur in higher education is to understand, acknowledge, and work to end the cycle 
of socialization (Harro, 2000). Before providing an overview of the cycle of socialization (Harro, 
2000), Hardiman et al. (2013) confirmed the way racism, sexism, and systems of oppression 
occur and are maintained within the cycle of socialization: 
We are socialized into a system of social oppression through interactions with 
individuals, institutions, and culture. We learn to accept systems of oppression as normal 
through interactions with parents, peers, teachers, and other influential individuals in our 
lives as they, intentionally or unintentionally (double check this) pass on to us their 
beliefs about oppressor and oppressed groups. (p. 28) 
Created by Harro (2000), the cycle of socialization is summarized into the seven 
statements below. Following Figure 1, a visual display of the cycle of socialization, are six steps 





The Cycle of Socialization 
 
 
1. In the first circle, we are born into privileged or marginalized situations with no control 
over how we are born. As part of our birth, we are free of engaging in and perpetuating 
hatred, discrimination, and oppression. Does not manifest or possess oppression. 
2. The first arrow signifies the immediate socialization of norms and rules we experience 
after birth. We typically trust these norms and rules because we hear them from people 
we know, mainly our parents. 
3. In the second circle, we interact with and exist within various institutions that aid in the 
formation of our beliefs. Institutions might include our schools, churches, or the 
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television we watch. Additionally, we learn our discrimination or acceptance of people 
from our experiences within our institutions. 
4. In the second arrow, following the rules and conforming to norms are rewarded while 
going against the rules and the norm is punished. Pushing back and challenging norms 
describes one’s desire to challenge systems of oppression. 
5. In the third circle, we experience a range of emotions and feelings embedded within 
perpetuating systems of oppression. Such emotions include anger, guilt, silence, and 
violence. 
6. In the third arrow, we decide on how to act. Either we make change, or we continue to 
perpetuate systems of oppression. The important factor remains, systems of oppression 
continue to exist as long as there is no action taken to change. 
In summary, the cycle of socialization perpetuates systems of oppression. At the core of 
the cycle describes such feelings of fear, misunderstandings, guilt, and confusion when we find 
out we harm someone else, or we find our beliefs support racism and sexism. What keeps the 
cycle of socialization in place is one’s ability or acknowledgement to want to act to change and 
eliminate the systems of oppression (Harro, 2000). 
While Stewart (2019) critiqued systems and power of whiteness and white supremacy in 
higher education and student affairs, other researchers expected Black Women and women of 
color (WOC) to assimilate into a cycle of socialization that was never created for Black Women. 
For example, Valverde (2011) suggested WOC will be better because they will have adapted 
skills and knowledge to exist in difficult and challenging situations. Additionally, Valverde 
(2011) posited WOC will gain more strength and resiliency as a result of experiencing racism 
and sexism within the workplace. 
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I assert Valverde (2011) underestimates how the system of higher education and student 
affairs perpetuates and maintains racism and sexism. Further, I ask how can student affairs and 
higher education see accommodation, complicity, and resilience as strengths for WOC when they 
continue to serve and maintain whiteness and sexism? This happens because the goals of power 
and people in power is to maintain power. What higher education and student affairs needs to do 
is to disrupt the cycle of socialization. 
The Presence of Racism and Sexism on Black Women and its Impact 
This section provided a synthesis of the presence of racism and sexism on Black Women 
and its impact. First, I explained the concept of misogynoir. Next, I provided an overview of 
microaggressions and gendered racial stereotypes associated with Black Women. The next 
section explained an overview of different resistance and coping mechanisms Black Women 
engage in to deal with and combat racism and sexism. I concluded with a critique of the 
resistance and coping measures discovered in the literature, and the impact of racism and sexism 
that lead to Black Women leaving student affairs and ultimately higher education. 
MISOGYNOIR 
 
Misogynoir, a more accurate concept to discuss and understand the specific antiblack 
sexist experiences of Black Women, was coined by Dr. Moya Bailey with contributions from 
Trudy (Bailey & Trudy, 2018). Bailey shared defining misogynoir was important due to “an 
historical anti-Black misogyny and a problematic intraracial gender dynamic that had wider 
implications in popular culture” (Bailey & Trudy, 2018, p. 762). Trudy contributed to the 
definition of misogynoir in a similar manner as she wanted to “connect how misogynoir in 
interpersonal relationships is impacted by misogynoir in mainstream media, which impacts 
misogynoir and State violence” (Bailey & Trudy, 2018, p. 763). 
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Misogynoir has long been linked to describe the controlling images deemed by whiteness 
and patriarchy of Black Women (Collins, 1990, 2000). Controlling images include Black 
Women being called and treated like the Mammie, Jezebel, and Sapphire (Collins, 1990, 2000), 
the Angry Black Woman (Cooper, 2018), and Strong Black Women. As previously stated, Black 
Women experience racism and sexism at non predominantly white institutions. Consequently, 
Bailey and Trudy (2018) were also clear to name people of color engage in misogynoir against 
Black Women; Black men being some of the biggest contributors. 
Misogyny occurs within higher education. In the article, These Challenges Are Why 
Sexual Assault at HBCU’s Isn’t Talked About Enough, two Black female undergraduate 
survivors of rape and sexual assault shared their experiences of sexual assault at two different 
HBCU’s. Both women felt betrayed by their institutions because of the feeling of needing to 
protect Black men in society. One survivor disclosed, 
There’s an added pressure to remain silent because this is someone who was able to 
make it to college. The black community imparts the message that black survivors 
shouldn’t put another black man in prison. This is your brother, your friend, somebody 
who is trying to make it, and you’re [or sic] trying to make it with them. Don’t do 
anything to jeopardize that. Don’t be another to get a black man in jail. Don’t be another 
person to victimize them (Madkins, as cited by Zeilinger, 2015, para. 14). 
Microaggressions 
Microaggressions are “the everyday verbal, nonverbal, and environmental slights, snubs, 
or insults, whether intentional or unintentional, that communicate hostile, derogatory, or negative 
messages to target persons based solely upon their marginalized group membership” (Sue, 
2010a, p. 3). As with anything, microaggressions that are not directly and overtly racist and 
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sexist are much less difficult to understand (Sue, 2010b). Kilgore (2018) reinforced Black 
Women experience microaggressions through the simultaneous discrimination of being both 
Black and a woman. Keeping in mind the concept of misogynoir (Bailey & Trudy, 2018), 
Kilgore (2018) suggested using Lewis and Neville’s (2015) Gendered Racial Microaggression 
Scale to understand both the racialized and gendered microaggressions only Black Women 
experience. 
Gendered Racial Stereotypes 
Essed (1991) is most known for coining the term “gendered racism”. Gendered racism 
describes “the simultaneous experience of both racism and sexism” (Lewis et al., 2016, p. 761) 
specifically Black Women experience. Collins (1990, 2000) called these gendered and racist 
stereotypes controlling images based on racist and sexist stereotypes that are used to control, 
marginalize, and objectify Black Women. Perpetuating gendered racism and misogynoir has led 
to widespread stereotypical images such as: “(1) the nurturing, asexual, overly selfless mammy; 
(2) the argumentative, highly hostile, emasculating Sapphire; (3) the lazy, dependent welfare 
queen; and (4) the sexually promiscuous Jezebel” (Nelson et al., 2016, p. 552). 
A more current image, the “Angry Black Woman” (Cooper, 2018) has replaced the image 
of Sapphire. The “Angry Black Woman” stereotype is highlighted in greater depth because this 
image is consistently normalized in society. 47% of the 671 student affairs professionals in Miles 
(2012) research study, “associated anger with Black women; with 14% describing Black women 
as incompetent, 12% loud and opinionated, and 11% bitchy or not friendly” (p. 44). A specific 
participant in Miles (2012) study confirmed the stereotypes of Black Women when they stated, 
“I have found many Black women leaders to be strong willed and controlling. They often tend to 
39  
believe in a positional leadership model (I am the boss therefore what I say goes) and lack 
facilitative leadership skills” (p. 57). 
Furthermore, in Aggressive Encounters & White Fragility: Deconstructing the Trope of 
the Angry Black Woman, Jones and Norwood (2017) explained explicitly how Black Women are 
seen as angry and how the systems in society maintain whiteness and patriarchy: 
Even if a Black woman is saying the very things others are saying, her voice on certain 
topics (particularly those involving discrimination and inequality) is viewed with 
skepticism, as if her Blackness and womanness disqualify her from speaking. In these 
moments and encounters, others end up criticizing Black women who push against 
exclusionary hierarchies instead of the root causes of the problem (i.e., the exclusionary 
hierarchies). In short, the raced and gendered voices of Black women become the 
problem, rather than the underlying issue to which they seek to bring attention. (p. 2037) 
I encourage you to read Brittani Cooper’s (2018) novel Eloquent Rage; A Black Feminist 
Discovers her Superpowers to begin to understand how the anger Black Women experience and 
project is intentional. Cooper, a self-identified Black Feminist Woman, shared about the 
intentional anger Black Women experience: 
I think anytime that a Black woman is expressing rage, it’s eloquent. When Black girls 
walk into that space where they own their voice, it’s very rare that I don’t understand 
what they need, what the issue is, who the issue is with. I specifically use the term 
“eloquent” and not “elegant” because I’m specifically not speaking about rage needing to 
be respectable. When Black women are mad, our rage has a clear and direct target. So, 
it’s always eloquent to me. It’s deeply and profoundly articulate (Cooper, as cited in 
Dionne, 2018, para 8). 
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Finally, Black Women are confronted with images of the strong Black Woman (SBW). 
While the word “strong” may suggest a positive attribute, the SBW as a stereotype and image 
reinforces how Black Women must assimilate into a culture of white supremacy and patriarchy 
that is reinforced in student affairs and higher education (Collins, 2009; Stewart, 2019). 
Furthermore, SBW are expected to “adhere to its prescribed behaviors, like self-reliance, and not 
request support from others” (Watson-Singleton, 2017, p. 779) leading to depression and 
potential deathly consequences. Barnes (2017) explained the fight to be the SBW with 
depression: 
Black women are especially vulnerable to wrestling with their mental health, consistently 
reporting higher feelings of sadness, hopelessness, worthlessness, and the sense that 
everything is an effort… and are frequently pillars of our community, taking care of 
everyone’s health but our own (p. 8). 
Resistance and Coping 
Resistance encompasses multiple definitions and Black Women engage in resistance in 
multiple ways. In 2017, Congresswoman Maxine Waters spoke the words, “reclaiming my time, 
reclaiming my time” as a way to “refocus” and center her questioning of the Secretary of 
Treasury rather than reward the Secretary for dodging questions. Waters (2017) “reclaiming her 
time” is what Collins (1990, 2000), hooks (1993), and Lorde (1984) identified as resistance: 
Black Women using their voices to speak. Additionally, hooks (1990) insisted resistance means 
using the pain from being “outsiders within” and living on the margins to serve as the reason for 
needed change. Finally, Black Feminist professor Jennifer Richardson (2018) prioritized spaces 
for healing as resistance. Richardson (2018) explained, “Healing is an act of resistance to 
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oppression that can produce counter knowledge, celebrate the spirit, and foster community 
through affirmation and sharing, particularly as it pertains to Africana women” (p. 283). 
Resistance also entails leaving toxic environments (Hairston, 2018; James, 2018; 
Williams, 2019). Living as unapologetically Black Women and engaging in research that 
challenges and disrupts traditional western thought of what is considered research (Beatty et. al, 
2020; Wallace et. al, 2020), infusing poetry into research (Evans, 2015; Herthershaw, 2017; 
Lenzy, 2019), citing Black Women (Harris & Patton, 2019), and specifically using culturally 
relevant frameworks (Dillard, 2006; Howard-Hamilton, 2003). Finally, taking into consideration 
the concept of Black Woman Intellectuals (Collins, 2000; West, 2020), Black Girls Rock (BGR) 
is one of the most popular and current ways Black Women find empowerment and engage in 
resistance against racism and sexism within multiple media and industries. Beverly Bond, creator 
of BGR, uses powerful platforms of social media, film, TV, music, and art, to provide a space to 
celebrate the accomplishments, intellect, and beauty of Black Women and Women of Color 
(Bond, 2019). BGR also provides a platform for young Black Girls to see themselves in the 
representation of BGR. 
Moving to coping with racism and sexism, Shorter-Gooden (2004) conducted a 
qualitative study that revealed the ways Black Women cope with the existence and impact of 
racism and sexism. 196 Black Women participants described internal and external ways to cope 
with racism and sexism. Internal coping, what I deem as “self-work”, finds Black Women 
finding support in faith and spirituality, Black ancestors, and the belief that we matter. External 
coping described the need for Black Women to have support groups (Shorter-Gooden, 2004). 
Support groups reflect the Sista Circle Methodology (SCM) used in this research study (Collier, 
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2017; Cupid, 2020; Dunmeyer, 2020; Green, 2017; Johnson, 2015; Lacy, 2017; Watkins, 2017; 
Wilson, 2018). SCM is explained in depth in Chapter 3. 
Finally, as a way to cope, Black Women may engage in what is called “shifting” (Jones 
& Shorter-Gooden, 2003). “Shifting”, I assert, is problematic because it can sometimes result in 
Black women to “hide their true selves to placate white colleagues, black men, and other 
segments of the community” (Jones & Shorter‐Gooden, 2003, p. 7). However, shifting has been 
and continues to be used for survival when not wanting to engage and face the experiences of 
racism and sexism (Jones & Shorter-Gooden, 2003). The term code switching is also used to 
describe the practice of shifting (Reed-Clark, 2020). 
Current approaches to resistance and coping with racism, sexism, and gendered racism 
expanded on the earlier research of Jones & Shorter-Gooden (2003). For example, Williams 
(2016) took a more radical approach to resistance that can be compared to aspects of Black 
Feminist Thought (BFT). Williams (2016) took from aspects of Black Feminism and African 
American studies, to offer radical honesty as a way of pedagogy for faculty and administrators 
by sharing our truths in the classroom and valuing lived experiences. Gunzburger’s (2017) 
dissertation study affirmed some of Shorter and Gooden’s (2004) coping strategies. In addition, 
Gunzburger (2017) advocated Black Women and people of color keep written correspondence 
documenting the behaviors, words, and actions of racism from their supervisors and reporting the 
supervisor to human resources. Additionally, the 2019 article Keeping Ourselves Sane: A 
Qualitative Exploration of Black Women’s Coping Strategies for Gendered Racism, found Black 
Women cope by redefining Black womanhood, employing overt and covert forms of resistance, 
relying on faith, prayer, and the pursuit of balance, and expressing their thoughts and feelings in 
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safe spaces (Spates et al., 2019). Finally, Black Women are urged to engage in self-care as a 
coping mechanism encouraging Black Women to prioritize their health (Mantsebo, 2020). 
Black Women are used to resisting and coping. Black Women are not used to prioritizing 
themselves and engaging in self-care. Until higher education as an institution and student affairs 
as a profession acknowledge, and consistently engage in action to eliminate both racism and 
sexism against Black Women, Black Women will always have to cope, resist, and or assimilate. 
Rather than put the onus solely on Black Women to change, student affairs and higher education 
must take responsibility for their treatment towards Black Women (Barnard, 2015; Williams, 
2019). Shall institutions of higher education and departments of student affairs continue to 
engage in the cycle of socialization by perpetuating systems of oppression, Black Women will 
continue to leave or explore leaving (Barnard, 2015; Hairston, 2018; James, 2018; Williams, 
2019) the profession. 
Supervision in Student Affairs 
This first part of this section provided an overview, critique, and synthesis of supervision 
in student affairs. Student affairs has failed to provide substantial research related to the 
responsibility and job of supervision (Davis, 2013; Ignelzi, 2011; Ingwersen, 2018; Perillo, 2011; 
Shupp & Armino, 2012; Stock-Ward & Javorek, 2003); and to make learning supervision a 
priority. Shupp and Armino (2012) found senior-level, student affairs administrators lack 
adequate and appropriate supervision training. Tull’s (2011) revelation of a 10-year analysis of 
conference proposals at the National Association Student Personnel Association (NASPA) and 
American College Personnel Association (ACPA) annual conferences, revealed out of 6,981  
total conference presentations, just 71 presentations focused on supervision. 
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As I shared earlier in the chapter, no standard definition exists for student affairs 
administrators who supervise. Tull and Kuk (2012) explained supervision as a relationship where 
one person can impact another person’s job due to power control. Brown et al. (2020) stated, “At 
its core, supervision is about relationships with other people” (p. 27). Smithells and Smithells 
(2011) posited the necessity for supervisors to reflect on their own strengths and areas of 
improvements, explain the reasoning behind decisions, and have an awareness of the impact of 
their leadership on their unit. Tull (2009) expressed supervision as “a method of establishing 
ongoing relationships to meet the goals of individual staff members, as well as goals of their unit, 
division, and institution” (p. 129). 
In 2015, ACPA and NASPA revised their competencies. Instead of defining supervision 
and making supervision a competency, ACPA and NASPA (2015) folded supervision within the 
Organizational and Human Resources competency to state: 
This competency area recognizes that student affairs professionals bring personal 
strengths and grow as managers through challenging themselves to build new skills in the 
selection, supervision, motivation, and formal evaluation of staff; resolution of conflict; 
management of the politics of organizational discourse; and the effective application of 
strategies and techniques associated with financial resources, facilities management, 
fundraising, technology, crisis management, risk management and sustainable resources. 
(p. 22) 
Furthermore, ACPA and NASPA (2015) implemented a new competency of social justice 
and inclusion. The Social Justice and Inclusion competency states, social justice is "defined as 
both a process and a goal which includes the knowledge, skills, and dispositions needed to create 
learning environments that foster equitable participation of all groups while seeking to address 
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and acknowledge issues of oppression, privilege, and power” (p. 28). Unfortunately, there is no 
statement linking this new competency of Social Justice to supervision (ACPA/NASPA 
Professional Competencies Rubric, 2015). 
Supervision is also complex because of various responsibilities mid-level administrators 
balance; thus, supervision is not the sole job of a mid-level administrator. Mid-level 
administrators also engage in, 
Sharing and achieving the mission and needs of the unit, managing the climate, engaging 
in individual development, possess active problem solving, organizing work activities, 
and developing teamwork capabilities. Many student affairs professionals are hired for 
their abilities to get the job done and training often lacks as a key component to effective 
supervision practices. (Rabas, 2017, p. 23) 
Mather et al. (2009) further revealed mid-level administrators are not always invited to 
the table or to gatherings where they can learn the inner workings of the institution and begin to 
form relationships. Additionally, Rabas (2017) explained mid-level administrators do not always 
know how to balance learning a new culture with supervising someone who has significantly 
longer institutional tenure than they do. Specifically, for Black Women mid-level administrators 
who supervise, two additional concepts need to be named that is present in their roles: 
Othermothering (Collins, 1986, 1990, 2000) and Black tax (Griffin et al., 2011; Townsend, 
2019). Collins (1986, 1990, 2000) explained othermothering as the care Black Women provide 
for Black kids that are not biologically their own. Othermothering is “nurturing children in the 
Black extended family networks stimulated a more generalized ethic of caring and personal 
accountability among African American women who often feel accountable to all the Black 
community’s children” (Collins, 1986, p. 129). An example of othermothering is found in 
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Arjun’s (2019) dissertation titled Life at the intersection: Intersectionality, self-definition, and 
identity negotiation among Black Women Mid-Level Administrators at predominantly white 
institutions. A participant described her natural instinct of othermothering within her position for 
the Student Involvement office. Describing her relationship with a Black male student, the 
participant shared, 
He was very estranged from his mother. So, I think that helped fill the gap. His mother 
actually was killed, and I went to the service to be there to support that student. I think 
also, just the way I show up for students, and I always will tell them, If you have 
something outside of school, if you ask me, I will show up to it. I'll make an effort. I 
show up to those things because there may not be anybody else showing up. I just try to 
make sure that they have community. (p. 88) 
Black tax or cultural tax describes the impact of being Black Women in higher education 
and occurs because of the marginalized status of being Black Women (Griffin et al., 2011). 
Examples of Black tax include being the “only” person of color or woman of color on various 
committees; or being the person deemed to fix all race related problems that arise from student 
issues. The impact of Black tax or cultural tax on Black Women is often exhausting and 
considered additional duties in relation to their main responsibilities (Griffin et al., 2011). 
Due to the lack of literature addressing the presence and impact of race, gender, social 
identities, power, and privilege in student affairs supervision, I suggest student affairs as a 
profession contributes to and maintains racism, sexism, and other systems of oppression within 
supervision. The contribution to maintaining systems of oppression, coupled with the lack of 
priority student affairs has made with supervision, ultimately lead to a system that has failed and 
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will continue to fail Black Women student affairs mid-level administrators (Marshall et 
al., 2016). 
Doing the Work: Acknowledging Race, Gender, Power, and Privilege in Supervision 
In this section, I highlighted researchers and student affairs administrators who have and 
are contributing to the literature related to social identities, power, and privilege, and engaging in 
understanding and dismantling racism and sexism within student affairs supervision. Roper 
(2011) and Perillo (2011) are some of the first student affairs administrators to bring the topic of 
identities and supervision to the forefront. Roper (2011) highlighted the importance of all people 
to do self-work; meet supervisees where they are at and specifically for supervisors to take 
responsibility for continued learning related to supporting the identities of the supervisees. 
Perillo (2011) highlights “colorblind supervision minimizes human experience and can easily 
make staff members feel invisible. Understanding and managing diversity is essential to the 
successful attainment of organizational goals and thus should be of significant concern to 
supervisors” (pp. 430-431). 
Gunzburger (2017) and Farris (2018) specifically addressed race within supervision and 
the supervision relationship. Gunzburger (2017) spoke with student affairs administrators of 
color about their experiences when having a supervisor who identifies as white. Specifically, 
Gunzburger (2017) sought to understand how race impacts the supervision relationship between 
white supervisors and administrators of color who they supervise. Meanwhile, Farris’s (2018) 
study specifically challenged white supervisors in student affairs to work towards eliminating 
racism. Further, Wilson et al. (2020) designed a supervision framework engaging in inclusive 
supervision based on their 2018 pilot study which resulted in the development of an inventory 
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that assessed supervisor’s multicultural competence. I provided an overview of Wilson et al. 
(2020) inclusive supervision framework in the following section. 
But it is the work of Brown et al. (2020), I argue, brings a holistic critical look in 
understanding the impact of social identities, power, and privilege in the role of student affairs 
supervision. Brown et al. (2020) challenge the definition of supervision in a way no one else has 
by asserting supervision in student affairs does not acknowledge or work in conjunction with the 
values and knowledge of equity and inclusion. Further, Brown et al. (2020) asserted past 
definitions of supervision fail to name the dynamics of power between a supervisor and 
supervisee: 
Power is often immeasurable and unidentifiable. Power and privilege go hand in hand, 
and both often surface in a supervisory relationship but go unnamed. Power and privilege 
lead to discontentment and disenfranchisement for marginalized supervisees. (Brown et 
al., 2020, p. 69) 
Additionally, Brown et. al (2020) argued supervision in student affairs has taken on an 
identity neutral approach; “an approach to supervision which only perpetuates systemic bias 
individuals with marginalized identities already face” (p. 7). I provided a snapshot of Brown et. 
al (2020)’s model in the upcoming paragraphs. Given the three current models of supervision 
presented in the literature, I suggest student affairs needs to prioritize the work of Wilson et al. 
(2020) and Brown et al. (2020). 
People who are well intentioned in student affairs and higher education can reinforce 
systems of oppression. Gunzburger (2017) admitted her own failure at not naming the element of 
racism in supervision when in fact, that was the topic of her dissertation. Gunzburger (2017) 
noted: 
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One of the paradoxes of this study is despite the pervasiveness of racism throughout 
participants’ experiences, neither participants nor I explicitly named racism very often. 
There are multiple potential reasons for this. For example, I did not always use the words 
“racist” or “racism,” so participants could have been mirroring my language. Further, 
participants did not know me well, and thus might have been hesitant to explicitly name 
racism with a white person in order to avoid a potential defensive reaction from me. 
Regardless of reason, however, in over 550 single-spaced pages of transcripts, 
participants explicitly used the words “racist” or “racism” only 22 times total. It is 
tempting in multiple scenarios that participants shared to want to “explain away” (Cullen, 
2008) the racist actions of white supervisors as something other than racism. (pp. 155-
156) 
Current Models and Frameworks of Supervision in Student Affairs 
This section provided an overview of the Synergistic Supervision Model (SSM), the 
Inclusive Supervision Model (ISM), and the Identity Conscious Supervision (ICS) framework. 
The synergistic supervision model is widely cited and used in student affairs supervision 
specifically used when supervising newer and or entry level student affairs professionals (Davis 
& Cooper, 2017; Holmes, 2014; Shupp & Armino, 2012). The inclusive supervision model is the 
first supervision model in student affairs to provide concrete examples of how to incorporate 
inclusive supervision (Wilson et al., 2020). The identity conscious supervision framework is the 
first supervision model to name explicitly dynamics of power and privilege and systems of 
oppressions embedded within student affairs supervision; and to acknowledge and advocate for 
actively engaging in discussing the impact of social identities and how social identities impact 
supervision (Brown et al., 2020). The remainder of the section highlighted a holistic framework 
of each model as well as some critiques. 
50  
Synergistic Supervision Model (SSM) 
Roger Winston and Don Creamer, both, student affairs administrators who identify as 
white men, created the SMM in 1997. SSM dominates the research on supervision in student 
affairs (Adams-Manning, 2019; Davis, 2013; Davis & Cooper, 2017; Holmes, 2014; Saunders et 
al., 2003; Shupp & Armino, 2012; Tull, 2006; Winston & Creamer, 1997, 1998). The SSM, as 
Winston and Creamer (1998) explained, focuses on the following: 
A cooperative effort between the supervisor and supervisee with a focus on joint-effort, 
two-way communication, and competency and goals (for the betterment of the 
organization and individual). Through working together, the supervisee, supervisor, and 
institution is sure to obtain benefits. (p. 35) 
Winston and Creamer (1997) argued synergistic supervision assumes a holistic approach 
to supervision. The holistic approach covers positive performance and performance that needs to 
be corrected, long term career goals, engages in infrequent performance evaluations, and seeks to 
understand a person’s attitude (Winston & Creamer, 1997). Further, Tull’s (2006) study outlined 
the specific components of synergistic supervision to entail “establishing open lines of 
communication, building trusting relationships, supervisory feedback and appraisal, and 
identification of the knowledge and skills necessary for advancement” (p. 46). Tull’s research 
concluded supervision relations not engaging in synergy, could influence new professionals 
leaving student affairs. 
When thinking of the SSM, it is helpful to have an idea of what synergy means. Synergy, as 
described in the Merriam Webster Dictionary, represents combined action or operation. 
Synergistic describes the collaborative and cooperative relationship between supervisor and 
supervisee (Winston & Creamer, 1997, 1998). Through operating and existing in collaboration 
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and cooperation, Winston, and Creamer (1997, 1998) proposed a trusting relationship will occur 
between the supervisor and supervisee where open communication is a foundation. 
Critique of SSM 
100% of participants in Shupp and Armino’s (2012) and 90 % of the participants in 
Tull’s (2006) study identified as white (Brown et al., 2020). Further, while Winston and Creamer 
(1997) advocated “synergy like practices” is the best way to supervise, the SSM negates any 
acknowledging of power, systems, presence and impact of social identities within supervision 
(Brown et al., 2020). While I find value in the ideals of collaborating, open communication, and 
working together to support supervisees, I oppose engaging in supervision without intentional 
and ongoing efforts to be aware of and work towards eliminating systems of oppression and 
acknowledging power in supervision. 
As Gunzburger (2017) stated, "To supervise synergistically, supervisors must fully tend 
to and immerse themselves within these complexities. Synergistic supervision gives us a general 
direction, but the path forward is largely unclear" (p. 15). The complexities Gunzburger (2017) 
highlights reference sustained racism and sexism in power structures of higher education and 
student affairs. Further Farris (2018) asked, "Is a supervisee of color expected to trust a 
supervisor who minimizes the experience of oppression or who uses stereotypes?” (p. 29). I also 
argue to engage in a synergistic supervisory relationship, there must be conversation and 
acknowledgement of social identities, power, and privilege. Additionally, there must be action to 
eliminate systems of oppression within the power dynamic of supervision. 
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Inclusive Supervision Model (ISM) 
To fill a gap in the literature related to providing tools for student affairs administrators to 
engage in addressing race, gender, power, and privilege in supervision, Wilson et al. (2020) 
developed the Inclusive supervision model (ISM) from their 2018 mixed methods study. The 
ISM provides concrete and action steps supervisors can do to enact inclusive supervision. As 
Wilson et al. (2020) encouraged safe spaces as foundational for inclusive supervision, 
supervisors are also responsible for showing and enacting vulnerability within supervision. 
Further, supervisors are responsible for showing and enabling both people to show up whole. 
Finally, supervisors engaging inclusive supervision instills the concept and practices within the 
entire department. 
Creating safe spaces provides the building block for inclusive supervision (Wilson et al., 
2020). Through the existence of safe spaces, Wilson et al. (2020) posited supervisors and 
supervisees can have difficult and challenging dialogue that often come up related to social 
identities, power, privilege, and oppression. As a result of the creation of safe spaces, Wilson et 
al. (2020) encouraged the practice of intersectionality (Crenshaw, 1989; 1991) through the 
commitment to showing up as one’s “whole self”. Intersectionality, discussed in the final section, 
reminds supervisors engaging in inclusive supervision that they must consider the impact of how 
multiple social identities intertwine to provide a wholistic experience related to power, privilege, 
and marginalization for individuals. 
Vulnerability within the ISM framework, asserts the supervision take responsibility of 
showing and practicing vulnerability first (Wilson et al., 2020). Because the supervisor is in a 
position of power, Wilson et al. (2020) argued the supervisor enact vulnerability first. Drewes 
(2008) supported the need for supervisors to take the lead in incorporating vulnerability in 
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inclusive supervision under this assertion, “The supervisor’s willingness to be vulnerable and 
share his or her own struggles along with providing an opportunity for multicultural activities, 
helps facilitate a culturally responsive supervisory relationship” (p. 82). 
Further, Wilson et al. (2020) posited supervisees expect inclusive supervisors to 
apologize to their supervisees shall their supervisors convey a feeling of hurt; and to provide 
actions and commitments to want to continue to learn about the impact of social identities within 
the supervision relationship (Wilson et al., 2020). Finally, “good intentions aren’t enough” 
(Keller & Aiken, 2015, p. 50). Therefore, the ISM provides suggestions on how to enact 
inclusive supervision for others. Suggestions by Wilson et al. (2020) to build the capacity for 
inclusive supervision in organizations included actively inviting people into conversations 
engaging in social justice and inclusion, having all people within the organization practice and 
demonstrate inclusion through policies and practices, and being a multicultural competent 
administrator (Wilson et al., 2020). 
Critique of Inclusive Supervision Model 
I invite Wilson et al. (2020) to rethink the messaging behind the use of and meaning of 
safe spaces. Stewart (2019) challenged the ideals of safe spaces when he named directly safe 
spaces are about supporting majority identities while continuing to harm folks with marginalized 
identities. Wilson et al. (2020) should incorporate what Aaro and Clemens (2013) defined as 
brave spaces. 
To explain the idea of brave spaces, Aaro and Clemens (2013) shared a definition of the 
word safe from a 2010 Webster Dictionary meaning. Safe was defined as “free from harm or 
risk,” and “unlikely to produce controversy or contradiction” (Safe, 2010). As Aaro and Clemens 
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(2013) wrote, “authentic learning about social justice often requires the very qualities of risk, 
difficulty, and controversy that are defined as incompatible with safety” (p. 139). 
Brave spaces, instead of safe spaces, should exist when engaging in inclusive 
supervision. The need for brave spaces in inclusive supervision supports the existence Black 
Women, often being the “only one” in their departments and being the “only one” mid-level 
management leadership positions. Acknowledging the risk that comes with being the only one 
within a majority that values whiteness and patriarchy must go beyond safe and move to the 
concept of and practice of brave spaces. 
Identity Conscious Supervision (ICS) 
“Identity-conscious supervision practice centers the people as primary, not the work 
product” (Brown et al., 2020). Given this stance, Brown et al. (2020) devised a framework that 
centers creating and maintaining an authentic relationship with the self and with others. This 
foundation, done on an individual level, should lead to what the authors also share is love in the 
form of forgiveness, liberation, and a professional competency. Additionally, ICS engages in 
critical change by reflecting and engaging in what Quaye et al. (2018) called “critical 
consciousness”. For supervisors to engage in critical consciousness, they work to understand 
what their social identities are and how they are an active role in contributing to oppression and 
become knowledgeable of history and current day events that perpetuate systems of oppression 
(Quaye et al., 2018). 
Supervisors using ICS, learn to engage with conflict, support the exploration of social 
identities, and intentionally balance the impact of social identities with expectations. These three 
skills that develop supervisors to have an identity conscious approach contribute to the 
development of the relationships between supervisor and direct reports (Brown et al., 2020). 
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Using ICS at the organizational level, supervisors wanting to influence change within the 
institution and maintain identity conscious supervision work in tandem with the individual and 
supervisory components in the model (Brown et al., 2020). 
Recognizing the challenge in maintaining identity conscious supervision within a system 
that perpetuates power and marginalization, Brown et al. (2020) asserted “maintaining the status 
quo” (p. 135) in student affairs supervision is not an option. The ICS framework is applicable to 
all student affairs administrators regardless of identities, titles, and positionality must engage in 
eliminating systems of oppression (Brown et al., 2020). Ultimately, ICS seeks transformational 
change at the institutional wide level because of its intention on the awareness of systems and 
power. 
Given the three models found in the literature on supervision created for student affairs 
administrators, the ISM and ICS frameworks actively address components of social identities, 
power and privilege within supervision. SSM does not. Because the ISM and ICS frameworks 
engage in the commitment and action of engaging in supervision that acknowledges identities, 
the presence of racism, sexism, power, and privilege, and works to eliminate systems of 
oppression, I posit the ISM and ICS models need to become a required practice for the Student 
affairs profession as a resource when engaging in supervision. 
However, while grateful for the ISM and ICM models, I must make known the absence 
of a supervision framework in student affairs designed specifically by Black Women for 
understanding how Black Women supervise and how Black Women want to be supervised. 
Having Black Women voice how they supervise and want to supervise allows for the opportunity 
to hear directly from this marginalized group which is a necessity in what I shared in Chapter 1. 
Therefore, I reshare what I included by Patton Davis (2019) in Chapter 1: 
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Black women have amazing contributions and do so many amazing things, but 
institutional leaders and those who espouse the goals of transformation rarely if ever look 
to Black women and their contribution and the way that they have done things in the past 
as a model for how our institutions or social systems might change (Episode 4). 
Theoretical Framework 
This section explained an overview of both Black Feminist Thought (BFT) and 
intersectionality frameworks. BFT provided the predominant framework that guided this 
research complimented by intersectionality. I begin the overview with BFT and concluded with 
intersectionality. 
Black Feminist Thought (BFT) 
Taylor (2001) expressed BFT “seeks to develop institutions to protect what the dominant 
culture has little respect and value for— Black women’s minds and bodies” (p. 18). Taylor’s 
(2001) explanation of BFT centers the experiences of Black Women in institutions of higher 
education, and institutions with society. Later, Alinia (2015) expressed BFT engages in a 
simultaneous focus on oppression, resistance, and politics. 
While this dissertation study is situated within student affairs and higher education, the 
use of BFT is applicable for all industries. Thus, the Black Woman intellectual, applies to any 
Black Woman wanting to infuse Black Feminism in their craft and is focused on empowering 
Black Women (Collins, 2000). Collins (2000) definition and recognition of Black Women 
intellectuals in all disciplines supports the diversity, strengths, and contributions of Black 
Women as a collective. 
Collins (2000) posited BFT as a critical social theory emphasizing the multiple 
oppression Black Women experience from being Black and Woman. Additionally, Collins 
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(2000) asserted resistance and empowerment is inherent within and amongst Black Women. 
Ultimately, Collins (2000) asserted for Black Women to truly be and feel empowered the 
intersection of systems of oppression must be totally eliminated. In 1986, Patricia Hill Collins 
explained BFT as a framework allowing “(1) Black Women to engage in the importance of self- 
definition and self-valuation, (2) examines the interlocking nature of oppression; and (3) calls for 
the importance of Afro-American women's culture” (p. 514), while being “centered around core 
themes of work, family, sexual politics, motherhood, and political activism” (Collins, 1999, p. 
251). 
 
Self-definition and self-valuation describe resistance mechanisms embedded within BFT. 
Self-definition implores resistance as Black Women engage in defining and naming for ourselves 
who we are as individuals and a collective (Collins, 1986, 2000; Cooper, 2018; hooks, 1989; 
Lorde, 1984; Wallace et al., 2020). Self-valuation, Collins (1986, 2000) described, is a critical 
resistance tool for Black Women to critique and question the controlling images of themselves 
designed and implemented by the value of whiteness in society. 
“The concept of the simultaneity of oppression is still the crux of a Black feminist 
understanding of political reality and . . . is one of the most significant ideological contributions 
of Black feminist thought" (Smith, 1983, xxxii). Acknowledging simultaneous oppressions, 
Collins (1986) asserted is understanding the Black Woman experience from a both/and lens, 
rather than an understanding the Black Woman experience from solely a race lens or a gender 
lens. As Black Women find themselves questioning if I just experienced racism or sexism, Dill 
(1983) warned "the choice between identifying as black or female is a product of the patriarchal 
strategy of divide-and-conquer and the continued importance of class, patriarchal, and racial 
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divisions, perpetuate such choices both within our consciousness and within the concrete realities 
of our daily lives” (p. 136). 
Finally, Collins (1986) explained the importance of Black Women’s culture. Black 
Women’s culture, Collins (1986) posited, takes from a history of passing down certain practices 
within the Black culture to exploring specific relationships within the culture. Thus, Collins 
(1986) argued Black Women’s culture is “socially-constructed Black women's cultures that 
collectively form Black Women’s culture” (p. S22). 
While all these themes are essential to combatting oppression, self-definition and self- 
valuation are an integral piece of this specific research. As Collins (1986) asserted, “People who 
view themselves as fully human, as subjects, become activists, no matter how limited the sphere 
of their activism” (p. 524). Thus, the ability for Black Women to define themselves is crucial to 
their survival. 
Collins (2000) named six features that further position BFT as a critical social theory. 
 
BFT as a critical social theory (1) is used to resist the multiple intersecting oppressions of 
racism, sexism, and other systems of oppression Black Women experience, (2) asserts Black 
Women interpret their experiences in different ways, (3) seeks to understand the collective Black 
Women experience, (4) exists as a result of the diverse Black Women intellectuals who work to 
center the stories and experiences of Black Women, (5) BFT can be and should be adapted and 
evolved to combat the issues of the political climates Black Women experience, and (6) is used 
to produce transformational and emancipatory social justice change (Collins, 2000). 
In Learning from the Outsider Within: The Sociological Significance of Black Feminist 
Thought, Collins (1986) coined the term “outsider within”. The “outsider within” described the 
racism, sexism, and marginalization Collins felt as a Black Woman academic working in 
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predominantly white institutions. As outsiders within, Black Women have access to enter 
institutions, yet are never fully respected, valued, and celebrated within the system of higher 
education. Thus, leading to daily instances of racism and sexism. 
From the mid 1980’s to the late 1990’s, people who did not identify as Black Women 
began calling themselves “outsiders within” (Collins, 1998). It was then Collins knew she 
needed to redefine the outsider within to incorporate the existence of power structures and 
systems to explain the systemic structure of oppression and intersectionality that describe both 
racism and sexism experiences Black Women face. Collins (1998) explained the new meaning of 
the outsider within as the following: 
Outsider-within identities are situational identities that are attached to specific histories of 
social injustice – they are not a decontextualized identity category divorced from 
historical, social inequalities that can be assumed by anyone at will. What I aim to do 
with this shift is refocus attention back on the unequal power relations of race, class, and 
gender that produce social locations characterized by injustice. (p. 86) 
Understanding the outsider within status (Collins, 1986) as higher education’s use of 
enforcing institutional power, can be further understood through Manning’s (2018) claim of how 
institutions of higher education work. The outsider within status is maintained through the 
bureaucratic models of higher education that employ “bias against women, gender minorities, 
people of color, and others who do not reflect the ‘standard’ way of being” (Manning, 2018, p. 
23). Continuing to see the outsider within as a power issue linked to historical and social 
exclusion, Collins (2000) also expressed the outsider within emphasizes “whiteness for feminist 
thought, maleness for Black social and political thought, and the combination for mainstream 
scholarship – all negate Black women’s realities” (p. 12). 
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In summary, I infused the following components of BFT in the design, engagement, and 
writing of this dissertation study: (1) Black Women are the center of the research, (2) 
Intersection of race and gender is ingrained throughout the research, (3) Black Women engaged 
in self-definition and self-valuation, (4) poetry served as an equal method to convey our stories, 
(5) student affairs and higher education institutions are for their practices and policies that cause 
Black Women to experience trauma, (6) BFT rejects the superiority of knowledge posited by 
whiteness and patriarchy that dominate higher education, and (7) this research study contributes 
to transformational change by providing a platform to share individual approaches to 
supervision, the talents and strengths as supervisors, and how elements of BFT, intersectionality, 
and social justice are infused in supervision. 
Intersectionality 
May (2015) stated the reason to engage in intersection research is to “cut across 
boundaries, attend to gaps and silences, and create links” (p. 226). I have already discussed the 
lack of research of engaging in, acknowledging, and challenging racism and sexism within the 
supervision relationship with Black Women student affairs mid-level administrators. Now, I use 
May (2015) as a reason to support infusing what Crenshaw (1989, 1991) has been calling for — 
intersectionality into this research study. 
In Demarginalizing the Intersection of Race and Sex: A Black Feminist Critique of 
Antidiscrimination Doctrine, Feminist Theory and Antiracist Politics, Crenshaw (1989) 
explained intersectionality “to denote the various ways in which race and gender interact to 
shape the multiple dimensions of Black women's employment experiences” (p. 139). Crenshaw 
(1991) further explained intersectionality should be considered from structural, political, and 
representational viewpoints. Structural intersectionality provides description into how the 
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intersection of multiple identities leads to people becoming marginalized (Crenshaw, 1991). 
Hence, the experiences of Black Women, other women of color, and marginalized groups are 
different than the experiences of white people. 
Political intersectionality provides insight into navigating various political agendas 
engaging in the intersection of multiple identities. Historically, Black Women have had to exist 
in the political agendas of anti-racism and feminism, which historically lacked an intersectional 
approach (Crenshaw, 1991; Taylor, 2001). Crenshaw (1991) explained what happens when 
political intersectionality is not part of the equation to eliminate racism and sexism: 
Among the most troubling political consequences of the failure of antiracist and feminist 
discourses to address the intersections of racism and patriarchy is the fact that, to the 
extent they forward the interest of people of color and "women," respectively, one 
analysis often implicitly denies the validity of the other. The failure of feminism to 
interrogate race means that the resistance strategies of feminism will often replicate and 
reinforce the subordination of people of color, and the failure of antiracism to interrogate 
patriarchy means that antiracism will frequently reproduce the subordination of women. 
(p. 5) 
Carbado (2013) contributed to the need for political intersectionality with the concept of 
colorblind intersectionality. Colorblind intersectionality, not addressing race in the analyses of 
power and systems, Carbado (2013) explained: 
Framing whiteness outside intersectionality legitimizes a broader epistemic universe in 
which the racial presence, racial difference, and racial particularity of white people travel 
invisibly and undisturbed as race-neutral phenomena over and against the racial presence, 
racial difference, and racial particularity of people of color. (pp. 823–824) 
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Finally, Crenshaw (1991) explained the concept of representational intersectionality. 
Representational intersectionality centers a focus to critique and change how whiteness and 
patriarchy describe, maintain, and perpetuate negative social and cultural images of women of 
color. Structural and representational intersectionality occurred in this research study. Structural 
intersectionality occurred as I gathered stories describing the lived experiences of racism and 
sexism Black Women administrators face in student affairs supervision. Representational 
intersectionality occurred as I normalized the right to feel anger, rage, and other emotions as a 
result of a system that continues to maintain racism, sexism, and other systems of oppression 
Black Women endure. 
Meet Laila 
Initially I I don't know if I can name racism and sexism.,  
 
Everything going on now and 
 
with my own girls, more aware. 
 
Instances of racism or sexism; kind of 
 
shrugged it off. 
 
Recently engaging in situations, racism and 
 
sexism was prevalent. 
 
Wanting better sense of who I am and how I respond to those situations, having 
 
words to articulate how I really feel versus, do not 
 
want to exaggerate and make this a Black, white thing. 
 
Find words to challenge, to resist, and name it. 
 
  , I have let things go for quite some time. Once I started to see it 
 
happening to my children, it did something to me. Supervising 
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a Black female, how am I preparing her to go into the workforce? 
 
How am I building her up and giving her tools to keep in her toolbox? 
 
Listening to everybody's stories, 
 




the personal out. My 
 
identities of being a wife and a mother enter into everything. First 
 
provider, for students. t Making connections, 
 




Listen. Buffer between students, 
 
colleagues, and upper-level administration. Students see me as 
 
ally, upper administration wants me to spy. I am not for that.  
 
Get your babies. They are 
 
Black and belong to me. Push back, mindful, 
 
have a family to feed. Coach, to our 
 
new professionals. Professional, it's 
 
absolutely in the personal. Second guess people's 
 
motives, even though you are doing this to benefit me. I appreciate it. Will I 
 
owe you something in return? Learning to be a better supervisor; 
 
a better parent, which was not a direct purpose of this study, but I needed it. 
 
Reconciling BFT conflict with 
 
intersectionality. Want to do my own research to see how I could learn. 
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Summary 
The literature review revealed the presence and perpetuation of racism and sexism in 
higher education and student affairs. Additionally, the literature review revealed supervision in 
student affairs is a blur as there is no set standard or mandate on how to supervise. Further, there 
is no mandate on supervision using the frameworks of the identity conscious and inclusive 
supervision frameworks presented in the current models of supervision in student affairs. 
Additionally, no supervision framework within student affairs has been created specifically by 
Black Women for Black Women incorporating BFT and intersectionality. Finally, I described the 
theoretical frameworks of Black Feminist Thought and intersectionality that guided this research 
study. The next chapter describes in detail the research methodology and research design I used 
in this research study. 
Foundation (Excerpt from Researcher Journal) 
This excerpt comes after sista circle 1 in July 2020. The reflection in my journal spoke to 
the methodology I chose for this research. Given sista circles were also the primary data 
collection, I decided to reflect on the responsibility of choosing a methodology and data 
collection methods and the way it impacts the research process. 
I knew I had my own story of supervision to tell. 







So many options, right? 
 




All words to describe foundation. 
The key is to finish and graduate. 
Establishing this foundation will help you get there. 
 
1) You should love your research topic. 
 
2) You should be passionate about your research design. 
 
3) You should see yourself in your research. 
 
 
Long before July 13th, 2020, the first sista circle 
I was lost per say. 
I needed meaning. 
I needed answers. 
I needed to have this research design come together. 
Just speaking with other Black Women, 
Just conducting a few interviews with these Black Women, 
I felt incomplete. 
I felt something was missing. 
 
And let us not forget the typical methodologies we are taught and choose are still steeped in 
whiteness and what is “considered research”. 
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THANK YOU, Latoya. 
THANK YOU for your magic. 
THANK YOU for designing sista circle methodology. 
 
Those three features, Empowerment, Black Women’s Communication, and I get to be part of the 
sista circle. 
I hit the lottery. 
Done. 




The discussion occurred with my advisor on this brilliant methodology. 
 
The discussion occurred with my Sista scholar PhD candidate. Afterall, I had to share this with 
her given her research with Black Women. 
Both loved it. 
 
Finally, the first conversational individual interviews began. Many of the sista colleagues had 
never heard of sista circle methodology and were thrilled about the sista circles. 
The process of data collection and instilling sista circle methodology has been my favorite 
Perhaps, because this was a first for the sista colleagues and a first for me. 
I chalk it up to being grounded in the foundation. 
 
1) You should love your research topic. 
 
2) You should be passionate about your research design. 
 
3) You should see yourself in your research. 
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For other PhD students and PhD candidates on this journey, I hope you find your foundation. 
For all PhD folks, I hope you continue to stay true to your foundation. 
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I have something to learn in this space. 
 
Centered around growth, empowerment, 
 
community building; designed to be a part of the study for the participants. 
 
Does not happen. Groundbreaking. 
 
Want to be helpful and supportive. 
 
Question why am I doing this? , Why do I show up every day? 
 
Why do I put up with the stuff I put up with? More 
 
intentional with this job search. 
 
Feel good about supporting people, I feel 
 
valued and respected. Then I achieve the personal stuff. When you 
 
get tired, learn to rest, not to quit. , Walk away from anything 
 
or anyone who takes away from your joy, life is too short to put up with fools. 
 
We all deserve to have our stories told, and we all have much to gain by walking in other 
 
people's shoes Connections 
 
with people. I continue to always learn 
 
something. Move my family abroad 
 
and own land. Want to pass on generational 
 
wealth to my family and my children. Small home 
 
on the water. 
 
Able to travel; how we spend our dollars. 
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15 Black owned wineries. Sample all kinds of different foods. 
 
A job is a 
 
means to achieving personal things. 
 
Student affairs for 15 years. Hardcore student 
 
advocate. Loved the work that we do, but I could support students in other ways and 
 
that does not have to be on a college campus. Journey; 
 
this group. Just getting to know each other, yet feels we have known 
 
each other for a long time. Racial reckoning 
 
happening in our country. Thinking about t 
 
Breonna Taylor; work that Black Women do unnoticed 
 
and unsupported. Taking care of everybody, but who takes care of 
 
us? On us . to do self-care piece, 
 
Community care, this group was for me. To give to 
 
this group and receive support; community love, affirmation, humor. 
 




of support for us. Helped me focus on what I need to be 
 
healthy, capacity, boundaries, and limits in relation to my institution's capacity, 
 
boundary and limits and willingness to change. 
 
Putting myself first, something we don't do. 
 
Meet Sydney 
Shared experience. Finding Black Girl magic 
 
You were on the other side of the country doing the same thing that I was, and we were 
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navigating the same shit, and we still made it through. 
 
Interested to help higher ed be better, shocked at how good other places are at this. 
 
Higher ed, we should know better. 
 
One of the worst experiences I had with the intersection of sexism and racism, 
 
a life changer for me. 
 
The dismissal and erasure of Black Women while at the same time, 
 
was by a Black Woman leader. a struggle for me. Humor 
 
is how I express. Sisters of 
 
the Yam, saved my life. Sparked conversation around Black 
 
Women specifically, but then also being a queer woman of color 
 
Mentally exhausted t from every place safe 
 
 
Can’t know me unless you know , 
 
my daughters. , My job is to raise two 
 
beautiful feminist radical multiracial daughters. Coven helps me. , 
 
  I Work in spaces that have a lot of money. 
 
The ability to amplify voices has been a huge part of 
 
what I have loved about working in this industry Left 
 
higher education and surprised at how much I did 
 
not miss it. Struck by the ability and capacity for caring, giving, and 
 
selflessness; in the 
 
hope we are able to come back. Make this more formal and take 
the wisdom within the room and see what people can offer each other to solve hard problems. 
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Introduction 
At the core of this study design were our truths, knowledge, and stories of Black Women 
mid-level student affairs administrators who experienced, challenged, and resisted racism and 
sexism in supervision. The qualitative methodology called Sista Circle Methodology (SCM) 
supported, liberated, emancipated, and created a new formed community of sista colleagues. 
Through the research study design, we engaged in self-definition and self-valuation (Collins, 
1990, 2000) and transformed supervision in student affairs and higher education by naming our 
gifts, talents, and needs from our colleagues in supervision. As an emerging BFT scholar 
practitioner, I grounded myself in Clemons (2019) description of the Black Feminist researcher, 
When researchers fluent in Black Feminist thought conduct qualitative research, they 
think critically about the interview processes. Many times, the interviewees will select the 
time and location, making it comfortable and accommodating for the participant. 
Researchers fluent in Black Feminist Thought also remain diligent about recognizing 
their positionality as it helps them build a rapport with their participant that began with 
the need to collect data but ends with a commitment to honor the particularities of the 
stories to which they are privileged to gain access. (para. 17) 
I continued this chapter with a reminder of the research study purpose and questions. 
 
Next, I provided insight into the paradigms that guided the research. An in-depth explanation of 
Sista Circle Methodology (SCM) followed. Next, I explained selection, recruitment, and sample 
decisions; followed by a detailed explanation of data collection methods, data analysis, and 
trustworthiness followed. The chapter concludes with a summary. 
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Purpose of the Study 
The purpose of this qualitative in-depth study was (1) to create a space of liberation and 
empowerment for Black Women, student affairs, mid-level administrators at predominantly 
white institutions to share stories of experiencing and resisting racism and sexism in supervision 
from both their supervisor and direct reports and (2) to transform supervision in student affairs 
and higher education by providing Black Women, student affairs, mid-level administrators the 
opportunity to describe their approach to supervision and to share with colleagues what they 
need to know about supervising us. 
Research Questions 
The following questions that guided this research study were: 
 
(1) How do Black, Women, student affairs, mid-level administrators at predominantly 
white institutions describe their experiences of racism and sexism from their 
supervisors and direct reports? 
(2) How do Black, Women, student affairs, mid-level administrators at predominantly 
white institutions describe their experiences of resistance to racism and sexism from 
their supervisors and direct reports? 
(3) How do Black, Women, student affairs, mid-level administrators at predominantly 
white institutions describe their approach to supervision? Specifically, how is social 
justice, intersectionality, and Black feminist thought incorporated in their approach to 
supervision? 
The Research Paradigm 
The research paradigm describes a world view or beliefs the researcher uses to guide the 
research study (Guba & Lincoln, 1994). Ontology, epistemology, methodology, and methods 
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make up the research paradigm. Creswell (2013) explained ontology as “the nature of reality” (p. 
20). For example, is there “a singular, verifiable reality and truth [or] …. socially constructed 
multiple realities” (Patton, 2002, p. 134). Epistemology is “the nature and forms [of knowledge], 
how it can be acquired and how communicated to other human beings” (Cohen et al., p. 7, 2007). 
For example, the single, verified reality constitutes an epistemology of “the knower must be one 
of objective detachment or value freedom in order to be able to discover ‘how things really are’ 
and ‘how things really work’” (Guba & Lincoln, 1994, p. 108). On the contrary, socially 
constructed multiple realities allow for “researchers to reject the notion that people should be 
studied like objects of natural sciences and get involved with the subjects and try and understand 
phenomena in their contexts” (Rehman & Alharthi, 2016, p. 52). Centering BFT as the 
theoretical framework, Collins (2000) explained epistemology as “whom to trust, what to 
believe, and why something is true” (p. 252). 
Critical epistemology research is subjective and “knowledge is both socially constructed 
and influenced by power relations from within society” (Scotland, 2012, p. 13). Critical ontology 
research asserts “reality has been shaped by social, political, cultural, economic, ethnic, and 
gender values; reality that was once deemed plastic has become crystallized” (Guba & Lincoln, 
1994, p. 110); otherwise known as historical realism (Guba & Lincoln, 1994). In using a critical 
lens, I directly named and questioned the existence of power structures and systems of racism 
and sexism (Crotty, 1998; Glesne, 2016) embedded in the supervision relationship with Black 
Women student affairs mid-level administrators inside predominantly white institutions of higher 
education. 
Emancipatory epistemology research centers the researcher and participant relationship 
(Groat & Wang, 2001; Guba & Lincoln, 2005). Groat & Wang (2001) further explained 
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emancipatory research provides knowledge from marginalized groups that is produced within 
historical and social situations. Emancipatory ontology asserts Black Women and other 
marginalized groups possess knowledge worth sharing and knowing; in addition to dominant 
groups (Groat & Wang, 2001). Further, multiple realities of truth exist (Groat & Wang, 2001; 
Guba & Lincoln, 2005). In summary, emancipatory research “is accountable to and gives voice 
to the communities that they are serving” (Noel, 2016, p. 5). 
By combining both critical and emancipation ideals in this research study, I aimed to 
transform (Crotty, 1998) student affairs and higher education supervision by providing a 
platform for Black Women student affairs mid-level administrators to share individual 
approaches to supervision, strengths, and talents as supervisors. Most importantly, I created and 
held space for us as a collective to reclaim our voices and to reclaim our truths, as we supported 
each other in sharing our stories of pain and liberation as Black Women mid-level student affairs 
administrators who supervise. Finally, I aimed to invoke a need for change so student affairs 
colleagues and professionals can critically reflect on how you, your department, and institution 
overtly or covertly perpetuate actions of racism and sexism towards Black Woman mid-level 
administrators in your department. 
Black Feminist Epistemology 
Howard-Hamilton (2003) stated: 
 
Overall, the development and socialization of African American women have been 
molded and understood within the framework of perceptions and agendas of members of 
the dominant society. Selecting appropriate theories for understanding the needs of 
African American women should, however, be based on their cultural, personal, and 
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social contexts, which clearly differ significantly from those of men and women who 
have not experienced racial and gender oppression. (p. 20) 
In conjunction with Howard-Hamilton’s assertions for my use of Black Feminist Thought (BFT) 
(Collins, 1990, 2000), I relied on Collins (1990, 2000) four tenets of BFE to provide insight into 
understanding and knowing us as individuals and a collective. To summarize, Collins (2000) 
asserted Black Women garner knowledge from our lived experiences that are intersectional. 
Collins went on to assert we pass on the knowledge we gain through our intentional interactions 
with other Black Women, building connections amidst dialogue and reflection. The tenets of 
BFE are: 
1) Lived experiences constitute meaning. In this tenet, Collins (1990) asserted “individuals 
who have lived through the experiences about which they claim to be experts are more 
believable and credible than those who have merely read or thought about such 
experiences” (p. 209). The importance of the lived experiences as meaning is traditionally 
supported through the relationships Black Women build with each other in society 
(Collins, 1989). 
2) Assessing claims of knowledge through the use of dialogue. The importance of dialogue, 
as Collins (1990) explained, “implies talk between two subjects, not the speech of subject 
and object. It is a humanizing speech, one that challenges and resists domination” (p. 
212). Through dialogue, Collins (1990) asserted relationship building, connection, and 
compassion can happen through a deep level of vulnerability. 
3) Ethics of caring. Validating the knowledge and experiences Black Women possess and 
contribute, Collins (2000) called on the value and importance of conveying emotions and 
empathy when Black Women express themselves. Collins (2000) further argued people 
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can show their care for Black Women if (1) the Black Woman is valued for her 
individuality, (2) emotions are able to be present through dialogue, and (3) there is an 
ongoing capacity to build a caring relationship. The emphasis on the individual “is 
thought to be a unique expression of a common spirit, power, or energy expressed by all” 
(Collins, 1989, p. 766). Collins (1989) specified emotion occurs only when there is strong 
truth and validity in a belief or statement made. Ultimately, Collins (1989) reaffirmed 
ethic of caring is inherently part of the Black culture. 
4) The ethic of personal accountability. Ladson-Billings (1994) helped to explain Collins’ 
(2000) idea behind personal accountability. Ladson-Billings (1994) stated, “claims to 
knowledge must be grounded in the individual... bringing private qualities to bear on 
public standpoints. Thus, both what was said, and who said it give meaning and 
interpretation to claims” (p. 156). 
I incorporated all four aspects of BFE in this research study design. BFE was 
incorporated as I named the knowledge that occurs from our lived experiences as supervisors, 
used data collection methods of sista circles to engage in intimate and collective in depth 
dialogue while building empowerment, liberation, and community, affirmed, acknowledged, and 
infused emotions shared through dialogue, written word, and the presentation of findings, and 
designed criteria that replicates my lived experiences allowing me to naturally engage in research 
that is in alignment with my ethics and values. I also used BFE to “counter cultural ways of 
knowing (e.g., care, dialogue, lived experience) and a rebuke to the notion that intellect is of 
higher value than emotion with regard to knowledge claims” (Collier, 2017, p. 24). 
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Sista Circle Methodology (SCM) 
Sista Circle Methodology (SCM) is the foundation of the research design. In 2015, Dr. 
Johnson created SCM as the methodology used in her dissertation titled Using sista circles to 
examine the professional experience of contemporary Black women teachers in schools: A 
collective story about school culture and support. SCM, as Johnson (2015) explained results in 
"gain[ing] an understanding of a specific issue, topic, or phenomena impacting Black women 
from the perspective of Black women themselves" (p. 45). Further, Johnson (2015) expressed, 
“The primary aim of sista circle methodology is to assist in the development of culturally 
expressed relevant, gender specific” research methodologies appropriate for studying Black 
women” (p. 44, as stated by Neal-Barnett et. al, 2011). 
SCM is a relatively new qualitative methodology being used by Black Women 
researchers in education as well as other social sciences (Allen, 2019; Cokely, 2020; Collier, 
2017; Cupid, 2020; Dunmeyer, 2020; Green, 2017; Johnson 2015; Lacy, 2017; Watkins, 2017; 
Wilson, 2018). My research study is the first to use SCM to engage Black Women student affairs 
mid-level administrators and their experiences of supervision. Although SCM is a newer 
qualitative methodology, the presence of sista circles is not new. Sista circles developed in the 
late-1800’s through the building of clubs specifically created to serve Black Women (Giddings, 
1984; McDonald, 2007). Examples of sista circles include church groups, sororities, health 
groups, and other support groups specifically created for Black Women by Black Women to find 
support (Neal-Barnett et al., 2011). 
In her dissertation, Johnson (2015) described three traits that make sista circles unique: 
 
(1) sista circles provide an open and relaxing environment where Black Women can and are 
encouraged to bring their whole authentic selves to the space; and can converse in “sista talk” or 
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other speech that celebrates the cultural contributions and knowledge of spoken word, song, art, 
and music that highly influences the standards of American English (Luu, 2020), (2) sista circles 
provide a space to empower us to do more than just share our stories, but to recognize and 
celebrate the diverse perspectives and knowledge of Black Women, and (3) Black Women 
researchers using sista circles in data collection serve as active participants within the sista 
circles by sharing their own experiences alongside the other participants. Other researchers and 
Black Women feminists agree with and support the key features of sista circles. For example, 
Dorsey (2001) supported the importance of sista circles by explaining the Black Women find 
strength and support from gathering together in small groups centered on Black Women telling 
their stories. Creswell (2013) reaffirmed researchers who conduct qualitative research must be 
active participants within the research study. In summary, the sista circles emphasized 
connection between the researcher and the participants, both researcher and participants possess 
and maintain the same brilliance and knowledge, and researchers describe the relationship 
between researcher and participants in sista circles as one that is mutual and giving to each other 
(Dillard, 2006; Johnson, 2015). 
One may compare focus groups to sista circles. While focus groups are common in 
qualitative research, focus groups differ from sista circles. Focus groups contradict SCM. For 
starters, sista circles exist as a place of support and empowerment (Johnson, 2015). Additionally, 
the researcher acts as an external person when running focus groups (Morgan, 1996). Finally, 
focus groups tend to operate in a constricted and scheduled manner (Kroll et al., 2007). 
Recruitment and Selection of Sista Colleagues 
Qualitative research is innately biased due in part to an intentional selection of 
participants (Morse, 2007). I used purposeful and criterion sampling (Creswell, 2014; Patton, 
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2002; Saldana & Omasta, 2018) to select the sista colleagues for this study. Purposeful sampling 
brings together individuals that have special knowledge or expertise with the interest of the 
research study (Creswell & Plano Clark, 2018). Sista colleagues chosen for the study met the 
following criteria: From 2010 to the present, (1) previously served or currently serve as Assistant 
Director, Director, or Executive Director in student affairs with responsibility for an area or 
department at a predominantly white institution, (2) have worked a minimum of five years in the 
field of student affairs, (3) previously supervised or currently supervise full time or part time 
professional level staff, (4) experienced both racism and sexism from direct reports, supervisors, 
or both, (5) identified as a Black cisgender Woman, and (6) had access to a web camera for data 
collection. 
Recruiting sista colleagues occurred after receiving IRB approval from Colorado State 
University (see Appendix A). To recruit sista colleagues, I emailed and posted a recruitment 
flyer or email in various professional networking groups (see Appendix B). I specifically 
identified professional networking groups that I am a member of, included other Black Women, 
and other professional and personal colleagues who passed on recruitment materials to Black 
Women they knew. Sista colleagues interested in participating in the study contacted me by 
email as noted in the recruitment materials. I answered and clarified any questions sista 
colleagues had. Next, I emailed interested sista colleagues a link to fill out the demographic 
participant form (see Appendix C). 
I selected sista colleagues who met all criteria on a first-come, first-served basis. Initially, 
recruitment was slow. During the first round of recruitment, I had three sista colleagues 
including myself confirmed to participate in the study. Originally, I proposed a maximum of six 
participants, including myself as researcher, to engage in the study. Thus, I needed to engage in a 
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second round of recruiting. The second round brought more responses from sista colleagues who 
expressed interest in participating in the study. The increase in interest made me reflect on the 
need to increase the sample size. After reflecting upon this higher number of sista colleagues 
wanting to share their stories and experiences dealing with this topic, I submitted an appeal to 
IRB requesting an increase to allow a maximum of 10 sista colleagues to engage in this study. 
Deciding to increase the number of sista colleagues paralleled my responsibility as a Black 
Woman scholar practitioner using BFT and SCM to make our knowledge heard and known. The 
increase in number of sister colleagues provided in-depth diversity in terms of lived and 
professional experiences. 
Nine sista colleagues, including myself, engaged in this study. Nine sista colleagues 
paralleled other studies using SCM and sista circles as the primary method of data collection 
(Lacy, 2018; Wilson, 2018). After solidifying the sista colleagues who would engage in this 
study, each received an emailed link to access and sign the consent form explaining the purpose, 
processes, and ethical considerations such as confidentiality (see Appendix D). 
Data Collection Methods 
I used the triangulation, another name for multiple, of four methods to collect data. Using 
triangulation allowed me to provide in-depth and comprehensive results related to the study’s 
research and topic (Creswell, 2013; 2014; Glesne, 2011). The virtual platform, Zoom, was used 
to conduct all data collection with sista colleagues. Zoom was beneficial as it was easy to account 
for geographical distance and the presence of COVID-19. The four data collection methods are 
described in more detail in the following sections. 
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First-Individual Conversational Interviews 
While our first conversation centered on answering the first research question, building 
trust and establishing rapport was a foundational part of our time together. Building trust and 
establishing rapport came relatively easy, as the sista colleagues affirmed the way I made them 
feel heard and valued. Additionally, the sista colleagues shared their gratitude for me designing 
this study and their excitement to be in the study. Each individual conversation utilized semi- 
structured and in-depth open-ended questions (see Appendix E) (Bhattacharya, 2017). Semi- 
structured questions provided consistency amongst the focus of the in-depth responses I received 
from each sista colleague (Bhattacharya, 2017). In-depth questions provided in-depth knowledge 
and insight into the experiences (Bhattacharya, 2017). In summary, our time together provided a 
true conversation space where we were both comfortable in conversing with each other about our 
experiences. 
Sista colleagues received the questions 48 hours before our scheduled time. Sista 
colleagues appreciated receiving the questions ahead of time as it helped give them a guide for 
what we would be discussing. Most conversations lasted 75 to 90 minutes, while two sista 
colleagues and I met for 120 minutes. Once all conversations were conducted, I sent an email to 
my sista colleagues explaining next steps. 
Art Collage 
Lenzy’s (2019) and Wilson’s (2018) choice to engage their participants in a creation of 
an artistic collage inspired me to take my love of art to do the same in my study. All 9 of us 
created a collage describing “who am I as a Black Woman mid-level administrator”. We shared 
the collages during the first sista circle as a teambuilder. Each sista colleague interpreted the 
question through their lived experiences (Collins, 1990, 2000) leading to a creation that reflected 
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resistance, self-definition, and self-valuation (Collins, 1990, 2000). Finally, the presentation and 
collection of our collages provided additional contextual information on our individual and 
collective experiences (Bhattacharya, 2017). 
Sista Circles 
In her creation of SCM, Johnson (2015) explained the qualitative method of sista circles 
“provides a unique support for Black women whose shared experiences enables conversations 
marked by the offering of advice and wisdom” (p. 45). Because SCM is a new qualitative 
methodology, I used past studies using SCM and sista circles as guidance to design this study. 
Based on everyone’s preferences and geographical locations, sista circles occurred four 
consecutive Sunday evenings from 6 pm- 9 pm EST. Three hours often felt like 60 minutes. Our 
time sped by, always leaving us wanting more time to be in community with each other. 
In commitment to creating and engaging in a research process that was positive, centered 
our stories as knowledge, and affirmed us to be unapologetically Black Women, we created 
community norms. Each sista circle began with a review and agreement of the community norms 
using consensus. Next, I reviewed the agenda for the evening. Beginning in sista circle two, 
check-ins became a standard way of centering our beings and finding out how each other was 
entering the space. Thus, sista circle two had a two-word check- in; sista circle three, a three- 
word check-in; and sista circle four, a four-word check-in. Following check-ins, we had open 
space to discuss any highlights from our journal reflections from the past week. Finally, breaks 
of 10 minutes were built in between the 60-minute and 90-minute point. As a reminder, I actively 
engaged in discussion and participated in all activities within each sista circle. Below is a 
highlight of what was discussed within each sista circle. 
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1. SC #1: The focus of this sista circle was building community within our sista circle 
group. After reviewing community norms and agreeing to them, we shared who we are, 
what we do, and why we wanted to engage in this study. Next, we shared our collages 
followed by a verbal reflection on what we heard from each other. The sista circle 
concluded by introducing the journal reflection and next steps. 
2. SC #2: The focus of this sista circle centered on research question number two. During 
this sista circle, we described experiences of resisting and challenging racism and sexism 
that occur through supervision. In the space of sharing our experiences, we also defined 
what resistance means to us and the impact resisting and challenging racism and sexism 
in supervision have on us. 
3. SC #3: The focus of this sista circle centered on research number three. This sista circle 
provided substantial contributions to the lack of research on Black Women student affairs 
mid-level administrators and their supervision relationships. During this time together, 
we reflected on and presented the answers to these specific questions: (1) How, when, 
and where did you learn how to supervise, (2) Supervision is  , (3), Describe 
the ways you specifically incorporate discussing social identities in your supervision, (4) 
Describe the ways you incorporate elements of black feminist thought, intersectionality, 
and social justice in supervision, and (5) What do you believe your gifts, strengths and 
talents are that you bring to supervision? Making space for us to individually share our 
responses, answered a gap in the literature related to this topic. One sista colleague did 
not attend this meeting due to an emergency that came up. Due to the significance and 
importance of the above questions, I collected answers of the sista colleague who was not 
present via email. 
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4. SC #4: The final sista circle provided a time to discuss what actions institutions can and 
should take to reduce systems of racism and sexism that Black Women experience. 
Additionally, we discussed types of support we need from our colleagues and institutions. 
We engaged in creating more poetry by creating ‘I Am’ poems responding to the 
following: As a result of participating in these sista circles, ‘I Am…’. Our time concluded 
with an appreciation where each sista colleague individually shared specific appreciations 
for their new sista colleagues. 
Online Journal Reflection 
I emailed sista colleagues every Monday by 12 noon EST. The emails began with an 
expression of gratitude and thank you for our time together. Following the thank you, I provided 
journal prompts for the week. Journal reflections provided the opportunity to reflect as well as 
prepare us for the upcoming sista circle discussion. I was given access to all online journals 
except for one. The sista colleague who did not keep a journal attributed it to a lack of time as 
she was centered on trying to find ways for her own holistic self-care practices. 
Final Individual Conversational Interviews 
Final individual conversational interviews took place the last two weeks in August 2020, 
concluding a two-and-a-half-month process of data collection. Similar to the first individual 
conversational interview process, sista colleagues received an email with guiding questions. 
Different than the first individual conversational interviews, our final time together took on what 
Bhattacharya (2017) described as a ‘natural conversation’. With just four semi-structured 
questions (Appendix F), natural conversation occurred as “an equal exchange” (Bhattacharya, 
2017, p. 127) between the sista colleague and me. Conversations lasted anywhere from 30 to 60 
minutes, giving each sista colleague the opportunity to highlight their feelings and reflections 
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from the entire data collection process. Conversations concluded with a sincere “thank you” in 
gratitude. 
Data Analysis 
If I did my responsibility as a researcher, I honored our stories and presented them with 
vulnerability, truth, and authenticity (Clemons, 2019). My other responsibility as the researcher 
was to answer the three research questions of this study. To accomplish my responsibilities as a 
researcher, I used a combination of structure to analyze the data through Thematic Analysis (TA) 
and creativity through Blackout Poetic Transcription (BPT). Below I describe BPT and then TA, 
followed by the process of combining both methods. 
Blackout Poetic Transcription (BPT) 
Understanding BPT means gaining insight into poetic transcriptions and blackout poems. 
 
Glesne (1997) explained poetic transcription, as cited in Keith (2019), 
 
Blurs accepted boundaries between art and science, explores shapes of intersubjectivity, 
and examines issues of power and authority, including that of the researcher/author 
through three foundational components: (1) the words would be the participants, not the 
researchers; (2) pull phrases from anywhere in the transcript and juxtapose them; and (3) 
keep enough of the words together to represent the participants speaking rhythm, and 
ways of saying things. (p. 64) 
Additionally, Glesne (1997) explained, “Poetic transcription demands less-ordered structure. Try 
to make sense of the data, but also attempt to use participant's words to convey emotions. Use 
liberty to repeat words, drop or add word endings, and change verb tenses” (p. 253). 
Kleon (2019) is most known for introducing the concept of blackout poetry. Kleon (2019) 
created poems from newspaper pages. Using a black marker, Kleon “blacks out” text on the 
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page; leaving the visible text to create a visual poem. While Lenzy (2019) used blackout poems 
in her dissertation, I elected to enhance the impact of blackout poems by turning them into 
spoken word. Embedding spoken word in the dissertation parallels Keith’s (2019) BPT. 
Keith (2019) described BPT as a critical method of analysis combining his love of hip 
hop and creating blackout poetry. Step 1 of BPT involved Keith (2019) engaging in a process 
called layering. Keith (2019) explained layering as the process of creating a visual product, the 
blackout poem. Keith, in addition with his co-author Endsley (2020), explained the intentionality 
of blacking out words: 
The act of Blacking Out text can also be understood as lighting up; the student 
researchers must decide what deserves to be emphasized by the light. Blacking Out is an 
agentic action and focuses and re-directs the readers’ attention to key points. The power 
dynamic between the researcher and the subject ceases being solely an intellectual 
concept and instead is viscerally experienced and thus made real for the researcher. 
Students engaging in this method undertake the responsibility that comes with shining 
light on what they identify as most important. (p. 70) 
After consistent reviewing of video recordings and transcripts, I began the process of 
creating blackout poems. As I created blackout poems, I placed priority on ensuring the final 
poems revealed the stories as told by myself and the sista colleague while representing the 
emotion and lived experiences of the sista colleagues. Additionally, I honored the confidentiality 
of each sista colleague so individual blackout poems could not easily be traced. 
I created individual and collective blackout poems. Individual sista colleague blackout 
poems took me roughly two hours to construct. Collective sista colleague blackout poems took 
roughly three hours to construct as those poems consisted of all our voices and experiences in 
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one poem. After creating poems, I went back to the Zoom recording to ensure I accurately 
reflected the emotion and experience of the content being shared. 
As I created poems, I began to reflect on how moved I was from both the visual 
aesthetics of the poem and the final poem. Upon being made emotional by the poems, I started 
verbally sharing a few with some of my sista colleagues, peers, and friends. At this point I had 
discovered Keith’s (2019) dissertation and was drawn to his use of spoken word. I also knew I 
was not a spoken word artist. Then, one day in my writing group, two of my cohort colleagues 
asked me if I ever thought of recording the poems. Their thought was the emotion they heard in 
my voice was incredibly powerful. If they read the poem, it might not duplicate the same 
emotion as hearing me, the researcher reading it. Their comment reaffirmed the need to take the 
poetry to another level. 
Step two of BPT involved what Keith (2019) deemed as flow and spoken word. Keith 
(2019) explained the purpose of flow “is not to create a unified product whose parts are 
seamlessly indistinguishable from one another” (p. 70). Corley (2020), in addition to Keith 
(2019), reiterated that the impact of our voices, words, language, and emotions are invaluable 
contributions of and to Black culture. It was through my conversations with Keith (personal 
communication, 2020), and speaking with colleagues, peers, and other sista colleagues, I decided 
to produce the blackout poems as spoken word poems. Next to each poem is a link that provides 
the spoken word version. 
Thematic Analysis (TA) 
Riessmann (2008) explained thematic analysis as being “suited to a wide range of 
narrative texts; thematic analysis can be applied to stories that develop in interview 
conversations and group meetings, and those found in written documents” (p. 54). Braun and 
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Clarke (2012) shared “Through focusing on meaning across a dataset, TA allows the researcher 
to see and make sense of collective or shared meanings and experiences” (p. 2). Using thematic 
analysis (TA) as the main process to answer the guiding research questions supported the 
triangulation of the four data collection methods. Both inductive and deductive analysis was 
used. Inductive analysis correlated with in vivo coding. Deductive analysis was linked to the 
frameworks and epistemology used in this study. Therefore, the analysis links to the critical and 
emancipatory framework of Black Feminist Thought, intersectionality, and Black Feminist 
Epistemology. Below, I outlined Braun and Clarke’s (2006, 2012) six steps of thematic analysis. 
I also share when I incorporated BPT (Keith, 2019) within the process. 
1) Become familiar with the data. Because I was an active member and participated in the 
sista circles, becoming familiar with the data was easier than I thought. Nevertheless, I 
began the process of analyzing by watching each first and final conversation as well as 
each sista circle once. I was overcome with emotion by watching the recordings and the 
intimate connection of being involved felt like I was still engaged in data collection. 
Next, I read and re-read transcripts. I found Zoom recordings to be valuable because I 
was able to see nonverbals and affirmations that may have not been highlighted during 
the transcripts. As I immersed myself in the data, I began to write down notes, feelings, 
and reflections in my journal and on the transcripts. I also read journals, noting that the 
data analysis stage was the first time I got access to the journals. During this phase, I 
made multiple notes on transcripts and in my journal. 
2) Initial Coding. I coded data in this order; 1) first conversations, 2) final conversations, 3) 
journal reflections, 4) and sista circles. Initial coding allowed me to review each 
transcript line by line which helped ensure my focus remained purely on the words said 
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by myself and sista colleagues (Charmaz, 2006; Glesne, 2016). I specifically used in vivo 
coding during this process. In vivo coding honors “emotions are present in virtually 
everything a person does, and they offer insightful windows into the person’s mind” 
(Saldana & Omasta, 2018, p. 130). Thus, I highlighted phrases in transcripts and journal 
entries that provoked emotion in myself and my sista colleagues and paralleled 
connections to BFT and intersectionality. In vivo coding also aligns with Collins (1990, 
2000, 2009) tenet in BFE recognizing the gift and important acknowledgement of 
emotion within cultures of Black Women. As I began to discover codes, I put them in an 
excel sheet which served as my data analysis spreadsheet. 
3) Search for Themes. The categories of codes turned into themes. Braun and Clarke 
(2012) precisely stated, “searching for themes is an active process, meaning we generate 
or construct themes rather than discovering them” (p. 7). Thus, I began to come up with 
themes that holistically represented the group of codes. 
4) Review Themes. It was at this point I made the decision to convey our stories in a 
creative way. I began to work on creating blackout poems and found support in Keith’s 
(2019) and Lenzy’s (2019) dissertations that used blackout poems. As I created 
individual and collective poems, I reached out to my sista colleagues, other colleagues, 
and peer reviewers to begin to share the poems. I was reaffirmed in the emotion and 
inspiration people felt through the poetry. 
After creating the poems, I began to review the themes and ask the following questions 
posed by Braun and Clarke (2012): 1) Is this a theme or a code, 2) Does the theme tell me 
something useful about the data set and the research question, and 3) Are there enough 
meaningful data to support the theme. After answering yes to each of these questions, I 
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reviewed the entire data set again to ensure I accurately reflected the data. Additionally, I 
made sure to construct themes that were in accordance with BFT and intersectionality. 
5. Defining and Naming themes. Here, Braun and Clarke (2006) asserted themes should be 
able to provide a sense of what the researcher will be discussing. Further, Braun and 
Clarke advised themes can be catchy to draw the reader in. Keeping in mind Braun and 
Clarke’s (2012) question, “So What” (p. 67), I infused the concept of theoretical 
constructs. I grouped themes together to describe the overarching theoretical construct of 
the data (Auerbach & Silverstein, 2003). Saldana and Omasta (2018) suggested using 
theoretical constructs to “better ensure an analytic leap into bigger picture findings” (p. 
234). I constructed theoretical constructs to represent elements of critical and 
emancipatory research, BFE, and BFT. 
6. Write Up Findings. When writing the findings, I used exact words from myself and my 
sista colleagues. Providing the exact words contributed to the authenticity and 
truthfulness of what was discussed. Additionally, I used a combination of poetry, 
individual narratives, and literature to write the findings. Further, I provided a link and 
invited readers to listen to the spoken word poetry flow created from the collective 
blackout poems (Keith, 2019). 
In addition to the poetry, I employed longer passages of narrative from myself and the 
sista colleagues to provide the reader both in-depth and short quotes (Nowell et al., 2018) 
to quickly verify the themes or theoretical constructs. Finally, I incorporated literature in 
the findings to further support the relationship to the themes and theoretical construct 
(Nowell et al., 2018). 
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Credibility and Trustworthiness 
Because I am a Black Woman who conducted research about our lived experiences, I am 
fully aware my research may not be considered research in the standard of whiteness. Further, I 
cannot control what others do or how they respond to my research. What I can do is to share 
what Collins (1990) asserted; “individuals who have lived through the experiences about which 
they claim to be experts are more believable and credible than those who have merely read and 
thought about such experience” (p. 209). Collins’s (1990) assertion reaffirms the need to trust the 
valuable contributions of myself and my sista colleagues from this study. 
To achieve trustworthiness, I used triangulation, thick rich data, peer reviewers, member 
checking, and researcher subjectivity as criteria. Triangulation describes the various data 
collection methods (interviews, sista circles, journal entries, and artifacts) used in this study. 
Triangulation creates the opportunity for deeper, holistic, and comprehensive results in 
qualitative research (Creswell, 2013; 2014; Glesne, 2011). Further, the use of multiple data 
collection methods enhanced the ability to provide thick rich data as journal reflections and the 
visual artifact supplemented narratives shared within sista circles and individual conversations. 
Additionally, I incorporated thick rich data in the write up and presentation of the 
findings. Thick rich data was used to provide the reader enough details of the various 
experiences shared by the sista colleagues (Maxwell, 2005). My hope as the researcher was that 
the reader would be able to experience some feeling from the detailed experiences through the 
writing of thick rich data. The other criteria to establish trustworthiness (peer reviewers, member 
checks, and researcher subjectivity) is outlined in the following sections. 
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Peer Reviewers 
I designed this research study to specifically name the continued systems and impact of 
racism and sexism Black Women student affairs mid-level administrators experience and 
challenge in supervision. I also designed this research study to inspire change by exposing 
readers to our gifts, talents, and approaches in how we supervise; both concepts, not found in the 
literature. Six people reviewed Chapter 4. I specifically chose Chapter 4 because I believe most 
people are excited and interested to know what the data says, and I hope findings inspire people 
to make change. Three of the six reviewers work outside of higher education, three are doctoral 
candidates, and two have their PhD’s. All six readers were asked to provide feedback on 
structure, clarity, flow, and overall highlights. Having various reviewers from different 
industries, with diverse racial and gender identities, provided helpful insight into conveying the 
findings in an accessible manner. 
Member Checking 
Glesne (2016) shared having every single transcript reviewed by the sista colleagues 
might convey their entire words will end up in the study. Additionally, van den Hoonaard and 
van den Hoonaard (2013) stated, “research is about a whole slew of interviews, and the 
researcher is seeking patterns involving the culling of selected materials from interviews” (p. 
109). Knowing I asked the sista colleagues to engage in a lengthy data collection process, I was 
more particular when asking them to engage in member checking. 
Member checking first occurred when sista colleagues reviewed transcripts from their 
first individual conversation with me. It is important to also note I was incredibly transparent in 
every step of the way, sharing information with sista colleagues about next steps in the process. 
Member checking occurred again when I began constructing individual blackout poems and 
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collective blackout poems. Sista colleagues were presented with and asked to read, review, and 
provide any feedback on their individual poems and personal profiles. 
When I finished my first draft of Chapter 4, I met with three sista colleagues for two 
consecutive Sundays. The sista colleagues read my Chapter 4, gave feedback on themes, 
theoretical constructs, and actively supported me in assuring I represented all of our voices 
equally. Themes and theoretical constructs of BFE and BFT were validated by the sista 
colleagues, which they appreciated. 
After revising the first draft, I contacted every sista colleague by text to let them know I 
was sending a draft of Chapter 4. In the email, I asked each person to review the chapter as a 
whole— themes and theoretical constructs and pay attention to the narratives I specifically chose 
for them. My sista colleagues were asked to provide feedback, change things they wanted 
changed relating to their individual narratives, and to share anything else related to the 
presentation of the findings. Unequivocally, all eight sista colleagues confirmed the authenticity 
of the themes and theoretical constructs and provided confirmation that they could easily 
remember when the various excerpts occurred. Additionally, all sista colleagues loved the 
infusion of poetry, structure, organization, and creation of themes and theoretical constructs. 
Having my sista colleagues provide insight and feedback about poems and themes supported the 
intention of creating a research process that valued collaboration as well as the knowledge we 
produced as a marginalized group of people (Groat & Wang, 2001; Guba & Lincoln, 2005). 
Researcher Bias and Subjectivity 
“Any study of ‘an other’ is also a study of ‘a self’” (Sunstein & Chiseri-Strater, 2002, p. 
xiii). All research is biased (Willis, 2007). As the researcher conducting this study, I am fully 
transparent regarding my frustration with student affairs and higher education. My frustration 
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lies with the continuing practices of racism, sexism, and anti-Blackness present in the 
supervision relationship with Black Women. What also frustrates me is the unwillingness of 
some colleagues (individuals) and the profession of student affairs to prioritize supervision. 
Finally, the perpetuating of anti-Blackness and misogyny from people of color is alive and I am 
still working through that. As I and many of the sista colleagues vocalized, we are not surprised 
when we experience racism from a white supervisor or direct report. We are deeply hurt when it 
is a woman of color or man of color. 
Being a BFT scholar and practitioner means I must also acknowledge the social, political, 
and economic context of the world in which I exist. Thus, I conducted my research during 
COVID-19, the summer of 2020 (AKA Killings of Black and Brown folks), the deaths of John 
Lewis and Ruth Bader Ginsburg, the conservative change in the Supreme Court, Kamala Harris 
being the first Black and South Asian woman to be elected as Vice President of the US, and of 
course Trump and his cronies continuing to incite and engage in hate. Additionally, I re- 
discovered for myself the beauty, intellect, and gifts I have as a scholar-researcher, practitioner, 
and everyday human. 
I kept a journal throughout the research process so I could write specifically about my 
feelings during the research process. When I decided to infuse poetry throughout much of my 
dissertation, I decided to turn some of my journal reflections into interlude poems. The interlude 
poems shared provide insight into my thoughts and reflections regarding my PhD journey and 
research process. In summary, I am grateful for the PhD journey that has led me to who I am 
now and where I am going. 
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Summary 
My research study acknowledges that research has historically and continuously 
rewarded whiteness and patriarchy (Noel, 2016). To combat this, I designed a research study 
centering the voices and experiences of Black Women student affairs mid-level administrators 
and their experiences with and resisting racism and sexism in supervision. Additionally, the 
study provided insight on our various approaches to supervision, including using social justice, 
intersectionality, and BFT. In the next chapter, I share the findings as it relates to the research 
questions. 
Interlude: You and Me (Adaptation from Researcher Journal, August 2020) 
Obtaining my PhD did not start in July 2020 during my first interview with one of my 
sista colleagues. Rather, my journey started way before. My reflection poem here comes during 
the early stages of collecting data. The poem reflects connecting with various sista colleagues as 
we shared our experiences of being harmed by women and men of color (skin folks). A precursor 
to one of the findings in this research, You and Me, describes my desire to be enough for skin 
folks in the academy and as practitioners and the struggles I had as a Black Woman researcher to 
connect with multiple skin folks outside my circles. 
you. skin folks 
 
we are not so different, yet we are different in so many ways. 
 
I wanted so much to be like you, after all, I never had someone who identified as women of color 
faculty members. 
I wanted to be taken under your wing to be groomed as an emerging scholar. 
 
I wanted you to be a supporter of my research and an advocate of my research. 




consistently seeking approval from Black and brown folks in the academy and black and brown 
practitioners. 
this approval filtered into my research. as I conducted the research, I secretly sought approval 
from these new sista colleagues. 
what if I was not good enough for you? what if you thought this study was a waste of time? what 
if I asked the wrong questions? 
you. 
 
other students and administrators of color. 
 
I never see messages from you celebrating Black Women, acknowledging Black Women, 
advocating for Black Women, or even speaking about Black Women as we at times converse. 
me. 
no, I never shared my research with you because I feel erased and do not matter. 
 
I also felt I would be critiqued because I am centering Black Women- not women of color, but 
Black Women and Black cis Women in my research. 
I thought I had to have it all figured out. after all, I am the researcher. until the I became, we, the 
we became the collective, and the collective is stronger than the individual. 
you. 
 
I wondered if it ever crossed your mind to personally reach out to me given my Black 
Womanhood during the summer of 2020. there was the mass message, but we shared space 
together. it would have gone a long way. I remember crying so many days. Because I simply did 
not know if I would make it alive. the hate, the killings, the coronavirus. 
me 
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I remember crying my eyes out because I hurt. I hurt because we are skin folks, so there should 
be a connection. 
I wanted to quit then, but I was so close. so close. I couldn’t. 
 
Malcolm X said, “The most disrespected person in America is the Black 
Woman”. I am that Black Woman. 
you. 
 




because I have finally realized it. thank you sista circle methodology. and thank you b nathan for 
not giving up on yourself and your research. 
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CHAPTER 4: KNOWLEDGE AND LIBERATION: FINDINGS 
 
 
I chose to translate the study’s findings in a way that honors the gendered and cultural 
wealth of sista circle methodology, the sacredness and joy of the vulnerability shared between 
sista-scholars, and the experiences, wisdom, and knowledge shared during each sista circle. This 
representation honors the often marginalized, minimized, or erased voice, knowledge, and 
learnings of African descendant women by centering their own words in inquiry. To display the 
knowledge that emerged from this study in a traditional format robs the knowledge of its 
invaluable richness and decenters the producers and keepers of the knowledge (Collier, 2018, p. 
40). 
This chapter begins with more insight into the sista colleagues who came on this journey 
with me. Following the narratives of each sista colleague, I presented theoretical constructs as a 
result of the emerging categorical themes discovered through data collection and data analysis. In 
alignment with Black Feminist Thought (BFT), Black Feminist Epistemology (BFE), and 
intersectionality, I used a combination of blackout poems and spoken word poetry to share our 
collective standpoint, blackout poems to share our individual gifts and talents as supervisors, 
conversational narratives to highlight our experiences, and relative literature to support the 
display of the findings. Additionally, I used ‘we’ and ‘us’ to name my participation in and 
relationship with the sista colleagues in this study. 
Some of my own narratives were incorporated to reflect part of the sista circle 
methodology component that expects the researcher to be actively participating in the sista 
circles. The phrase sista colleagues, not participants, infused poetry and spoken word, and 
conversational narratives were used to reflect the spirit of community formed between us sista 
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colleagues, to engage in liberation and resistance, and to present the findings in an accessible 
manner for all people of all backgrounds. Finally, African American Vernacular English 
(AAVE) was used to name the emerging themes and to support the communication style of 
Black Women found within sista circles. 
Sista Colleagues 
You have been introduced to us by reading our individual blackout poems found at the 
beginning and ending of Chapters 1-3. The blackout poems shared information explaining our 
interest in this study, highlights, and insights from being in the study, and reflections on what it 
means to be a Black Woman student affairs mid-level administrator. Below, I provide deeper 
narratives of the sista colleagues highlighting memorable or ongoing topics we dealt with 
throughout the two-month data collection process. To remind you, I have highlighted my 
researcher reflections through interlude poetry reflections. 
Alexa, Director 
Alexa and her husband are the proud parents of two Black daughters. Being a mother, 
spouse, and Christian are incredibly important to Alexa; in conjunction with the joy and love she 
has in being a Black Woman. With over 25 years as a higher education administrator, Alexa has 
made her mark advocating for Black students, staff, and faculty. Further, she has supervised 
professional staff since 2010. As I engaged with Alexa throughout this study, I felt an incredible 
amount of pain as Alexa shared ongoing experiences of anti-Blackness from her woman of color 
supervisor. Nevertheless, Alexa continuously centers her joy and is clear in her responsibility as 
a supervisor: 
I see my future is opening doors for Black Women. Is that a position per say? Is that a 
place? It is an opportunity where I see my future as truly, truly, truly, truly opening doors 
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for Black Women and not only opening the doors but providing the support. I go back 
full circle to my baton. I think about the baton; I think about you running with it and I am 
passing it on, and I am thinking about, I don't let go of it until that person has a grip. I do 
not let go of it. And even when I let go of it, I am still gonna run a little bit with her and 
then she is gonna run past me. She is gonna surpass me in ways that I could never have 
continued, but then I am going to go the shortcut way. And I am going to meet her at the 
finish line, you know, and celebrate with her. And that speaks to my, soul, like everything 
about what I want to do. 
Diane, Student Affairs Faculty Member on the Job Market 
Diane proudly identifies as a queer Black Woman who actively works to ensure positive 
mental health is an ongoing part of one’s existence. With over 15 years of experience as a higher 
educational administrator, Diane has primarily worked in the area of multicultural affairs 
advocating for and supporting historically marginalized students. Diane left administration and 
obtained her PhD. After her PhD, Diane entered the non-tenure track faculty route. Diane most 
recently worked as a visiting professor teaching a variety of classes including research methods, 
and courses on Black Women in activism since the time of the study. While Diane has 1-3 years 
of supervising professional level staff since 2010, she also supervised professionals before 2010. 
Diane is also part of the sorority Zeta Phi Beta. During our one-on-one time together, I was 
inspired and motivated by Diane’s authenticity: 
I have been situating my spiritual work more right now. And I am so fulfilled, and I feel 
so much joy when I do that work. I am very aware of the shift that my whole being is in 
when I am doing energy work or, meditating, or even just talking about the possibility of 
whatever. I do not feel that same joy in doing my academic work, I should say, I know 
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that for a lot of the time, going into being a faculty member, but also when I was a 
practitioner, is that you get into this routine of following the goal of what you are 
supposed to do, I think. And, you know, to use the example of like my faculty work, like 
the job, the, the goal was to, okay, I am going to get this degree. I am going to get all the 
experiences I can with this degree. Now I am going to get a job. I am going to work that 
job. Now I should be looking for a tenure track job. So, I got to do that. I just keep going 
through the steps of what I am supposed to do and what is, what is looked at. I was just 
going through the motions and not really being able to check in with the fact that I am not 
really happy. I am just doing these things because that is what I am supposed to do. I am 
lucky that I have some folks in my life who are like spiritual folks who will say, are you 
sure you want to teach? 
Elizabeth, Director 
At the time of the study, Elizabeth resided in the southern part of the United States. 
 
Elizabeth serves as a Director at her institution. Since 2010, Elizabeth has 4-6 years of 
supervision experience. When not at work, Elizabeth cares for her young Black son and is a 
spouse to her husband. Elizabeth is proud to also have a PhD. A woman of few words, I listened 
when she spoke. Elizabeth felt it was important to also share some of her best supervisors were 
white men. I wanted so much for Elizabeth to see in herself what I, the other sista colleagues 
saw, and folks within her department see as well. The idea of self-worth, self-care, and self-value 
is what Elizabeth is working to build on. In our wrap up, Elizabeth shared: 
Just knowing my team sees me as a leader of our department. And a lot of times I do not 
feel that way because of the good job that they do. And just having them say, ‘Hey, this is 
about you now. And we need to make sure you know, we as a department shine, but also 
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stand behind you as a leader’. And so all that has made me think about, you know, the 
words that were said about me, the reflections and my vision board is basically the 
warrior from Black Panther about this is not who I aspire to be, but this is who I truly 
forget. At work, I always feel like I always fly under the radar. And so, I feel like I need 
to push past that. I want to be able to say to my supervisor’s supervisor, ‘Hey, this is what 
I am doing’ and walking into meetings and knowing my worth and being, having the guts 
to ask for what I am worth and not get rejected. 
Helen, Associate Director 
Being a Midwesterner and a Christian, in conjunction with her identities as a Black 
Women are critically important to her. Helen’s professional career spans K-12, nonprofit, and 
higher education administration. Currently she serves as an Associate Director within the 
Diversity and Inclusion department at her institution. Since 2010, Helen has 1-3 years of 
supervising professional staff. I was struck by Helen’s enormous sense of pride and joy in her 
identities as a Black Woman, which shined from our first conversation until our last conversation 
as she has been, and continues to be, raised by Black Women personally and professionally. 
Although Helen has had support and been “set up” in the profession to succeed by her Black 
Women mentors, Helen questions her future in student affairs and higher education. Helen 
explained: 
Definitely not sold on staying in higher education administration. When I think about all 
the things that I know people in the field have sacrificed, specifically Black Women, and 
the return on investment and sacrifice is not close to being equal, I do not know if it is for 
me. I don’t think that is what I want for my life, so, I do not know what that looks like 
moving forward, but I absolutely am questioning my longevity in the field. I also have to 
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remind myself why I started in this field. I transitioned into student affairs after working 
in college access and wanted to have a stronger perspective on what skills and 
experiences students need to persist through college. Overall, there are a lot of question 
marks for me, and I am leaning towards leaving the field. 
Kenya, Full time Doctoral Student 
Kenya has 20 years of experience as a student affairs higher educational administrator. 
 
Spanning the areas of housing, counseling, and advising, Kenya has made her mark in 
Multicultural Affairs. Since 2010, she has had 4-6 years of supervision experience. Most recently 
the Director of a Multicultural Office, Kenya is adamant about not supervising anymore and she 
is done working in student affairs and higher education because of the trauma she experienced 
from her supervisors who are Black Women. I was both saddened and hurt by Kenya’s 
experiences; and this should once again be a wakeup call that institutions need to be held 
accountable for the climate created against Black Women. Kenya reflected: 
We discussed how supervision is the only way to progress in student affairs, but everyone 
is not meant to be a supervisor. This was a light bulb moment for me. After my 
experience at my last institution, I DEFINITELY do not want to supervise anyone 
anymore. I have realized that the parts I enjoy about supervision (mentoring, learning 
form staff, etc.) can be gained elsewhere. I am tired of working with supervisors who do 
not appreciate me and then being expected to give everything I have to staff members 
who doubt me as well. Supervision is already hard work, but it’s even harder for those 
who actually care. 
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Laila, Associate Director 
Laila has a 15-year career as a higher education administrator. For most of that time, 
Laila has dedicated her career to leadership development and education. Currently, she serves as 
an Associate Director supporting Black students. Laila is a proud spouse and she and her 
husband are raising two young Black girls. Her identity as a parent, Christian, and PhD-educated 
Black Woman are incredibly important to her. Laila is also a member of Alpha Kappa Alpha, 
Sorority, Inc. Since 2010, Laila has supervised professional staff for 4-6 years. As I engaged 
with Laila in the study, I was struck by Laila’s vulnerability and decision of not rationalizing the 
trauma of sexism and racism she has experienced: 
Even though the main focus of this study was looking at supervision, I was most 
impacted in my role as a parent from the conversations. And I think from the first 
interview and in every single sister circle, I found myself getting emotional because I was 
able to translate our conversations of being a supervisor and what that looks like to being 
a parent. It was awesome to be able to make that connection. Again, my parenting role 
sits very high among my other identities. While I am learning to be a better supervisor, I 
am also learning to be a better parent, which was not a direct purpose of this study, but I 
needed it. 
Sage, Director 
Sage brought to the study over 15 years as a higher education administrator spanning 
such areas as Residence Life, Financial aid, and Student Activities. Sage values time with her 
spouse and their two daughters. Being in an interracial marriage, Sage works constantly to ensure 
her daughters understand both the beauty and difficulty of being mixed women in today’s society 
and that Blackness is not a monolith. Since 2010, Sage has 4-6 years of supervising professional 
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level staff. Sage also has her PhD. I was inspired by Sage’s commitment in wanting to build 
generational wealth for her two girls and family to live comfortably. During the study, Sage 
always made sure to engage in making sure intersectionality was a part of her daily actions as a 
supervisor. Intersectionality is a must when actively working to eliminate oppression of Black 
Women. In her journal, Sage reflected on how she uses intersectionality as a supervisor and the 
role of intersectionality within the institution: 
This means I am critically analyzing every decision made, every goal set, every meeting 
agenda, every policy created or eliminated and asking questions about who is benefitting, 
who is left out, how could this be more inclusive, are people being harmed and if so, how 
do we heal? It means I am evaluating my institution for values alignment and action: is 
this where I can do the best? Or do I need to keep it moving, and find a place more in line 
with my own values and identities? 
Sydney, Senior Manager 
Sydney has over 15 years as a higher education administrator. Her most recent position in 
higher education was serving as a Director in student affairs. Sydney identifies as queer, 
feminist, and the parent of her two girls. In fact, Sydney said to know her, is to know her two 
girls. I was inspired by Sydney’s overall being as she would consistently share the professional 
opportunities within the corporate world that align with her values. Since 2010, Sydney has 4-6 
years of experience in supervision. Sydney left the field of higher education because simply she 
was done with the lack of integrity from her supervisor who was a Black Woman and the lack of 
integrity embedded within the practices and policies of student affairs. Below, Sydney described 
the culture of student affairs: 
106  
I think there is a ‘call out student affairs’ culture around overworking and having that be 
social currency. I am so exhausted. I stayed up till this time with my students. I am here 
again until this weekend. I have worked all this time. It is a barometer for how committed 
you are. I think there is so many messages that we hear generally around student affairs, 
regardless of whether the intersection of sexism or racism is happening, but there is this 
like, currency around taking time off. It makes it extra hard to do that because we are also 
navigating all this other stuff, because there is this currency out there of, you have to 
work really hard, and you have to give up all these hours and that shows that you are 
student centered and it makes it even twice as hard to actually advocate for yourself. 
Organization of Findings 
In alignment with the way I approached the research process, the findings are presented 
in a way to challenge how whiteness is embedded throughout dissertation writing. Further, I 
celebrated the culture of Black Womanhood. As I analyzed data, I realized we cannot talk about 
our experiences of resisting racism and sexism in supervision if we are not simultaneously 
talking about our lived experiences of racism and sexism in supervision. Therefore, I analyzed 
research question 1 (RQ1) and research question 2 (RQ2) in relationship with each other. 
Research question (RQ3) was analyzed as a standalone question. The following questions guided 
this research study: 
1. How do Black, Women, student affairs, mid-level administrators at predominantly white 
institutions describe their experiences of racism and sexism from their supervisors and 
direct reports? 
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2. How do Black, Women, student affairs, mid-level administrators at predominantly white 
institutions describe their experiences of resistance to racism and sexism from their 
supervisors and direct reports? 
3. How do Black, Women, student affairs, mid-level administrators at predominantly white 
institutions describe their approach to supervision? Specifically, how is social justice, 
intersectionality, and Black Feminist Thought incorporated in their approach to 
supervision? 
The findings are presented in order of RQ1 and RQ2 followed by RQ3. Each finding 
begins with the display of blackout poetic transcription creating a blackout poem (Keith, 2019; 
Kleon 2019; Lenzy, 2019). The blackout poems described our collective experiences related to 
the research question. The visual element of seeing words blacked out on the page can also cause 
emotion and feeling (Kleon, 2019). 
Replicating what Keith (2019) did in his dissertation, I shared a version of the final poem 
resulting from the blackout poetry transcription. Next to the final poem, I embedded a link for 
the reader to click on and hear the poem through the technique of spoken word (Keith, 2019). 
The accessibility of having the reader be able to hear the collective poems was critical in wanting 
to strongly convey the emotion and feeling of our words and experiences through the poems. 
Following the presentation of the final poems, I introduced the theoretical construct 
findings (Auerbach & Silverstein, 2003). Theoretical constructs are described as in-depth and 
holistic analysis of data (Saldana & Omasta, 2018). Emerging themes were incorporated under 
each theoretical construct (Saldana & Omasta, 2018). I used conversational individual narratives, 
relevant literature, and more poetry to support the themes and constructs. A visual table is 
108  
provided that displays the research questions and their alignment to theoretical constructs and 




Research Questions and Constructs 
 
RQ 1 How do Black, Woman, student 
affairs, mid-level administrators at 
predominantly white institutions 
describe their experiences of racism 
and sexism from their supervisors and 
direct reports? 
Theoretical Construct (TC) #1 
The Existence and Prevalence of the 
“T” word, Trauma. 
TC #1 Theme 1 
I expect it from white people, but 
not Black Women, women of color, 
or men of color. 
 
TC #1 Theme #2 
No, I am not your “sista girl” and 
yes, I have a right to be angry. 
 
TC #1 Theme #3 
Anti-Blackness, Racism, and 
Sexism. Repeat. Anti-Blackness, 
Racism, and Sexism. Repeat 
RQ 2 How do Black, Woman, student 
affairs, mid-level administrators at 
predominantly white institutions 
describe their experiences of resistance 
to racism and sexism from their 
supervisors and direct reports? 
Theoretical Construct (TC) #2 
Listen Up! I’m Speaking Now. 
TC#2 Theme #1 
Calling a Spade, a Spade. 
 
TC#2 Theme #2 
We Out. 
RQ 3 How do Black, Woman, student 
affairs, mid-level administrators at 
predominantly white institutions 
describe their approach to supervision? 
Specifically, how is social justice, 
intersectionality, and BFT 
incorporated in their approach to 
supervision? 
Theoretical Construct (TC) 
What is the Service of Student 
Affairs, Supervision, and Higher 
Education? 
TC #1: Theme #1 
The Caretaker. 
 
TC #1: Theme #2 
Do What I Learned Not to Do. 
 
Findings: Research Questions 1 and 2 
First, I shared the final poems of three blackout poetic transcriptions highlighting our 
collective experiences with experiencing and resisting racism and sexism in supervision. 
Following the poems, I shared Theoretical Construct #1 followed by supported themes. I 
conclude this section with Theoretical Construct #2 followed by supported themes. 
The poem Nothing New speaks to our experiences of racism and sexism in supervision. 
The poem Our Collective Resistance speaks to our definition of resistance. Finally, the poem 
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Because I Chose to Challenge and Resist describes our collective impact of engaging in resisting 
racism and sexism in supervision. 
Nothing New 
It works the way it was designed to work. Institutions of higher education. 
 
History of racism and sexism; built t by slaves. 
 
Policies designed for white people, not designed with Black 
 
Women in mind. It works the way it was designed to work. Hoodwinked, 
bamboozled, led astray, racism really anti-blackness, exhausted, stuck, strong Black Woman 
stereotype. we will we will we will figure it 
 
out. Myth: develop people, the whole person, authentic self and 
 
we care deeply about social justice. Fact: inherently sexist and 
 
racist. Little steps of progress. Nope.   got my hopes up for no apparent reason. 
 
Black Women, leave the profession every day. At 
 
what cost? Without jobs, do not care, ready to walk, because 
 
of the racist, sexist treatment that we get. Student affairs grad programs,  
 
focus on social justice, diversity, equity inclusion, educating 
 
masters students coming in; we don't continue those conversations. 
 
Supervisors of Black Women: , "What are your thoughts on this? What 
 
are your ideas on this?" , take, take, take, take, take, take, take. 
 
Outside the department, I'm invisible. 
 
Okay with students participating in social actions 
 
on Black Lives Matter, Trans Lives; 
 
But what does support look like for us as staff members? Supervisees of Black Women: 
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No problem with anybody else asking , tell me about the project that you did; How 
 
much money did you spend on that? Who did you send that out to? I do it, you 
 
become defensive, think I am mean. Black Women Student Affairs Mid-level supervisors: 
 
Isolating, one of few on campus, people think 
 
we are aggressive angry." And he told me, "It's because you're a 
 
Black Woman”. Men chosen for things over me, “Girl, where you going today? 
 
Girl, where you been? You do not talk like that to anyone else in this office 
 
except me. Internalized oppression we perpetuate the very thing that we're trying to 
dismantle. It works the way it was designed to work, Nothing new. 
Final Poem: Nothing New 
nothing new. 
 
it works the way it was designed to work. 
institutions of higher education. 
history of racism and sexism. 
built, by slaves. 
 
policies designed for white people, not designed with Black Women in mind. 
it works the way it was designed to work. 
hoodwinked, bamboozled, led astray, racism, really anti-blackness, exhausted, stuck. 
strong Black Woman Stereotype- We will, We will, We will figure it out. 
Myth: 
 




inherently sexist and racist. 
111  
little steps of progress. nope. got my hopes up for no apparent reason. 
 
Black Women leave the profession every day. at what cost? without jobs. don't care. ready to 
walk because of the racist, sexist treatment that we get. 
student affairs grad programs focus on social justice, diversity, equity inclusion, educating 
masters students coming in. we do not continue those conversations. 
Supervisors of Black Women: 
 
what are your thoughts on this? what are your ideas on this? 
take, take, take, take, take, take, take. 
outside the department, I am invisible. okay with students participating in social actions, on 
Black Lives Matter, Trans Lives. 
but what does support look like for us as staff members? 
 
Supervisees of Black Women: 
 
no problem with anybody else asking: 
Well, tell me about the project that you did? 
How much money did you spend on that? 
Who did you send that out to? 
when I do it, 
you become 
defensive, 
think I am mean. 
 
Black Women Student Affairs mid-level supervisors: 
isolating. 
one of few on campus. 
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People think we are aggressive, angry. And he told me, "It's because you're a Black woman." 
 
men chosen for things over me. 
 
Girl, where you going today? Girl, where you been? You don't talk like that to anyone else in this 
office except me. 
internalized oppression. we perpetuate the very thing that we are trying to dismantle. 
it works the way it was designed to work. 
nothing new. 
 
Our Collective Resistance 
Resistance. Strength, my mom. Push back 
 
that we (Black Women) have magic and we (Black Women) wear capes. 
 
These capes are killing us or will kill us. Find another word for strong. 
 
Resistance. Pushing back; asking questions that forces upper-level 
 
administrators to rethink what it is they want me to do. 
 
Anything different from the desired norm or desired outcome. Joy, 
 
being well. Ended up leaving 
 
my job because it was such a toxic environment. I am not going to stay 
 
and continue to be in a toxic environment. 
 
Anything not the expectation. Resistance. Grounded in integrity. 
 
My values, I had to lean into. Naming 
 
dynamics. Sexism is what we're doing today, hashtag racism. Resistance. Chess, not 
 
checkers. Chess when I get you to do what I need you to do without you 
 
knowing that you need to do it. Embedding it so deeply in what you want, that you 
actually execute what I need you to do. Resistance. Asking for forgiveness rather than 
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permission a tactic white women use. Resistance. 
 
Attire. Natural hair, earrings, 
 
authenticity to the millionth degree. Took me a while to get to this. 
 
Had to learn how to love myself first. Resistance. A wall falling down. 
 
Trying to hold the wall up or tug of war. I'm pulling the rope 
 
against other people. Resistance. Occurred to me so much 
 
easier when there's other people helping you hold the wall up or helping you pull the rope, 
 
to the point where you don't even feel the resistance anymore because you know, you got it. 
 
This group; folks that are standing in solidarity. 
 
How can we defeat so it's not the 
 
burden of one person trying to do on their own. Resistance. Does not have to look like 
 
an action or counteraction. Sometimes it is just steadying the course. I’m just going 
 
to do what I'm supposed to do. Supervise. Thank you for your feedback, I 
am going to keep it moving. I appreciate it. So grateful for it. Next. Resistance. 




Push back that we (Black Women) have magic and we (Black Women) wear capes. These capes 
are killing us or will kill us. 





Asking questions that forces upper-level administrators to rethink what they want me to do. 
 
Presenting anything different from the desired norm or desired outcome. 
 
Joy, being well. 
 
Ended up leaving my job because it was such a toxic environment. 
I'm not going to stay and continue to be in a toxic environment. 




Grounded in integrity. 
 




Chess-not checkers. Chess, when I get you to do what I need you to do without you knowing that 
you need to do it. Embedding it so deeply in what you want, that you actually execute what I 
need you to do. 
Resistance. 
 




Attire, natural hair, earrings, my authenticity to the millionth degree. 
Took me a while to get to because I had to learn how to love myself first. 
Resistance. 
 
A wall falling down, trying to hold the wall up, 
 




Occurred to me so much easier when there's other people helping you hold the wall up or 
helping you pull the rope to the point where you don't even feel the resistance anymore because 
you know, you got it. 
This group. Folks that are standing in solidarity. How can we defeat so it's not the burden of one 
person trying to do it on their own? 
Resistance. 
 
Does not have to look like an action or counteraction. 
 
Sometimes it is just steadying the course. 
 
I am just going to do what I am supposed to do-supervise. Thank you for your feedback. 
 






Because I Chose to Challenge and Resist 
Do I continue to and at what cost? Calculated and strategic all the time. Isolation. Mental 
health. Pride. Promotion. Advocating for myself. Because I chose to challenge and resist. Don't 
ask me anything. Taken away from opportunities. 
 
I’m now this problem. What’s she going to say? Keep 
 
her in our unit. Feelings of isolation. t I feel 
 
pride Because I chose to challenge and resist. I've not seen a Black 
 
Woman who was vocal be put in any type of like leadership position or role. Black 
 
Women shut out; isolated. I It’s a calculated risk We, Black 
Women; always weighing the depths and impact of our choice to speak up and speak out, to do 
and not to do; , how far to push. Because I chose to challenge and 
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resist. Truth is. I have gotten better at it The more I do it, the more authentic I 
 
become. Because I chose to challenge and resist. I left the field. The dissonance 
 
of creating social justice principles; and all this 
 
shit is existent in the department. I wanted to tell the truth. I just wanted to tell the truth, 
 
My Black Woman leader perpetuated these systems. 
 
Constant tension of forgiving her over and over again. Because I chose to challenge 
 
and resist. Self-doubt reappears in my desire to stay in my job. 
 
Every single thing that a Black and Brown student does, it's brought to my intention. I 
 
Overwhelmed by it. I can't do this. I don't want to do this. Yes. 
 
I want to work with Black and Brown students. Because I chose to challenge and resist. My 
 
mental health took a toll on me. The calculated risk of either 
 
resist or choose not to. Harm again by my boss, a Black Woman, and 
 
her boss a Black Woman. I spoke up. Stuff was still going. Next 
best thing, I shut down. Because I chose to challenge and resist. What do I need to be successful 
and do my job effectively? Question, 
 
am I even good at what I’m doing? What is really happening? 
 
Did they really say that in your evaluation because you're not really that 
 
good or people are saying, you know, whatever? I’m good at my job and no 
 
one is perfect. It shouldn't be this hard because I chose to challenge and 
 
resist. And I choose to work in a race-based center, I center anti- 
 
blackness, but you don’t. Okay to advocate for anti-racism; 
 
not okay to advocate for our anti-blackness. I am going to be in community with 
Black Women who have my back and vice versa. Because I chose to challenge and resist. 
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Final Poem: Because I Chose to Challenge and Resist 
Because I chose to challenge and resist. 
 
Do I continue to and at what cost? 









Advocating for myself. 
 
Because I chose to challenge and resist. 
 
Don't ask me anything. 
 
Taken away from opportunities. 
 
I’m now this problem. 
What’s she going to say? 
Keep her in our unit 
Feelings of isolation. 
I feel pride. 
Fear remains. 
Because I chose to challenge and resist. 
 
I've not seen a Black Woman who was vocal be put in any type of like leadership position or role. 
 








always weighing the depths and impact of our choice to speak up and speak out. 
 
To do and not to do. 
How far to push. 
Because I chose to challenge and resist. 
 
Truth is, I have gotten better at it, the more I do it, the more authentic I become. 
 
Because I chose to challenge and resist. 
 
I left the field. 
 
The dissonance of creating social justice principles. 
 
All this shit is existent in the department. 
 
I wanted to tell the truth. I just wanted to tell the truth. 
My Black Woman leader perpetuated these systems. 
Constant tension of forgiving her over and over again. 
Because I chose to challenge and resist. 
 
Self-doubt reappears in my desire to stay in my job. 
 
Every single thing that a Black and Brown student does, it's brought to my intention. 
 
Overwhelmed by it. 
 
I can't do this. 
 
I don't want to do this. Yes. I want to work with Black and Brown students. 
 
Because I chose to challenge and resist. 
 
My mental health took a toll on me. 
 
The calculated risk of either resist or choose not to. 
 
Harm again by my boss, a Black Woman, and her boss a Black Woman. 
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I spoke up. 
 
Stuff was still going. Next best thing, I shut down. 
 
Because I chose to challenge and resist. 
 
What do I need to be successful and do my job effectively? 
 
Question am I even good at what I’m doing? 
 
What is really happening? 
 
Did they really say that in your evaluation because you're not really that good or people are 
saying, you know, whatever. I’m good at my job and no one is perfect. It shouldn’t be this hard. 
Because I chose to challenge and resist. 
 
I choose to work in a race-based center. I center anti-blackness, but you don’t. Okay to advocate 
for anti-racism. Not okay to advocate for our anti-blackness. 
I am going to be in community with Black Women who have my back and vice versa. 
 
Because I chose to challenge and resist. 
 
In the upcoming sections, more poetry, individual narratives, and relevant literature to 
support the two theoretical constructs from analyzing the combination of RQ1 and RQ2 is 
presented. Theoretical Construct number one is called “The Existence and Prevalence of the ‘T’ 
Word.” Theoretical Construct number two is called, “Listen up! I Am Speaking Now.” Under 
each theoretical construct, I provided themes that emerged from the data. 
Theoretical Construct #1: The Existence and Prevalence of the “T” Word 
The “T” word describes the various experiences, presence, and impact of trauma 
embedded within experiencing and resisting racism and sexism in supervision from supervisors 
and direct reports. I discovered a piece by Ella Gorgla CEO and Co-Founder of 25 Black Women 
in Beauty. In Gorgla’s (2020) piece titled, Black Women Have Been Traumatized in The 
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Workplace: Let the Healing Begin, I found yet another piece confirming the reality of trauma 
that is embedded within our experiences as Black Women. In the piece, Gorgla (2020) wrote, 
And workplace trauma is insidious. It challenges who you believe yourself to be, 
crumbles your sense of security and leaves you questioning everything, every move, 
every word you utter, each word you transcribe. You move in a stoic deliberate manner 
devoid of any real passion or creativity – resigned to your workplace 
reality. Stripped. Traumatized. Black Women have been traumatized in the workplace 
and it seems wholly acceptable. No one is held to account. Those whom we expect to be 
there for us, be our advocates, are oftentimes nowhere to be found when the moment 
presents itself. They disappear. And those institutions of law & order, justice, and equity 
– those institutions that were built on our fundamental rights to live and work in a civil 
society – they fail us. Time and time again. They are flawed and compromised, and we 
are left to fend for ourselves. HR is there to protect the firm, not the individual. (para. 8- 
9) 
Three themes existed within this construct. Conversational narratives and research 
literature is provided within each theme. The themes are (1) I expect it from white people, but 
not Black Women, women of color, or men of color, (2) No, I am not your “sista girl” and yes, I 
have a right to be angry, and (3) Anti-Blackness, Racism, Sexism. Repeat. Anti-Blackness, 
Racism, Sexism. Repeat. 
TC#1, Theme #1: I Expect it From White People, But Not Black Women, Women of Color, 
Or Men of Color. 
In all transparency, I thought it was just a handful of Black Women who experienced 
trauma from folks of color who were supervisors, direct reports, or simply colleagues. In part 
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because this topic is taboo. I know when I share my personal and professional stories of trauma 
enacted by other Black Women, Black men, and other people of color, I feel as if I am a sellout. I 
feel I am not Black enough. I feel I am colluding to perpetuating whiteness. Perhaps just as 
difficult is figuring out what other Black Women I can trust to engage in this topic. Finally, the 
feeling of taboo is supported because there is a lack of research discussing these practices, called 
horizontal oppression and internalized oppression within student affairs (Patel, 2011). To my 
surprise, many of the sista colleagues experienced similar feelings. 
This specific theme describes the trauma of what is called horizontal oppression and 
internalized oppression. To understand horizontal oppression and internalized oppression, one 
must first have a solid understanding of what oppression means. Oppression is “a system that 
maintains advantage and disadvantage based on social group memberships and operates 
intentionally and unintentionally, on the individual, institutional and cultural levels” (Hardiman 
et al., 2007, p. 58). Hardiman et al. (2007) further described horizontal oppression as “the 
conscious and/or unconscious attitudes and behaviors exhibited in interactions among members 
of the same targeted group that support and stem from internalized subordination” (p. 47). 
In their explanation of horizontal oppression, Hardiman et al. (2007) mentioned the term, 
“internalized oppression”. Patel (2011) further confirmed experiences of horizontal oppression 
could be types of internalized oppression. To explain internalized oppression, I used Love’s 
(1998) explanation. Love explained internalized oppression as, 
The process whereby members of the target group, or the subordinate group, take in 
emotionally, psychologically, whether consciously or unconsciously, it doesn’t matter, 
the belief system. . . the sets of rationales that have been created by the dominant group to 
justify the subordination of the target group . . . it’s believing the rationale that has been 
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created and then it’s the application of that rationale in both one’s individual relationships 
with members of one’s own group as well as with members of the dominant group, as 
well as the application of those ideas in one’s institutional and societal relationships. (pp. 
3-4) 
In many of my individual conversations with the sista colleagues, I shared the following: 
I expect to experience racism and sexism from white folks. It is not new. On the contrary, the 
harm from Black Women, women of color, or men of color brings a different type of harm. A 
deeper harm, that tears me apart and gets me to question my Black Womanhood and ask myself, 
“Am I enough? Am I down for the cause? Am I socially just enough? Why is my research not 
recognized by skin folks? Why is my work not rewarded by skin folks, yet these other people 
are?”. 
Kenya, Alexa, Diane, Sydney, and Laila shared multiple narratives of experiencing 
horizontal and internalized oppression within their supervision relationships. Below, Kenya 
reflected on the impact of experiencing horizontal hostility from her supervisors and direct 
reports: 
Because you are both Black and you have this similar experience, when people do not 
honor that, it feels hurtful. It is kind of like an unspoken rule. You know, I feel like we go 
through so much shit already. It is like, you see another Black person and you are hopeful 
that this is going to be a good moment in the day. And then when it is not, and especially 
when it is worse, it's just like, dang. It kinda takes me off guard. Like I kind of expect 
white people to do things and to say things that are hurtful, but I do not automatically 
expect Black people to do it, to say things that are hurtful. And so, when they do, it just 
123  
hits differently. It is just, it feels harsher because it feels like they know exactly what the 
problem is and they are still picking at you and it's like, wow. 
Kenya shared more insight into the analogy of ‘picking at you’ as she described an 
experience of her supervisor, a Black Woman, talking to other colleagues about Kenya’s 
inability to supervise her staff: 
She also repeatedly talked about me to other colleagues; that she had this expectation that 
I would reign in the staff or control them. She used control a few different times. And I 
thought that was racist and sexist in multiple ways because my awareness is that she 
never said that to another director about their staff. My staff was new, so they were 
learning the institution, and they asked critical questions at meetings around race and 
equity. And so, they were asking questions that were making people uncomfortable and I 
think we really saw that as our job. And I do not think anybody was cruel about it. I think 
we were just trying to get people to think about, how we could create spaces and policies 
that work for everyone. And so, because everyone on my staff was a person of color, and 
had varying intersecting identities, for her to say that I needed to control them or get them 
on board kind of thing, which I do not know what on board was, well, besides the status 
quo, was also very disheartening. 
As Alexa shared her stories of horizontal oppression from her supervisor, a Latina 
Woman, I would often hear the pain and frustration in Alexa’s voice. At times, Alexa shed tears 
and asked, “Why is this happening”? On multiple occasions during my individual conversations 
with Alexa, she described experiences of feeling silenced by her supervisor: 
So, one time I was told not to talk when we go into this meeting. I had an idea, I still have 
this idea, and I wanted to promote it. I wanted to do intersectionality from a multicultural 
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lens because I felt especially with students, there's opportunity for us to understand 
ourselves from an intersectional lens. So, I was thinking of, what if we do a conference 
for students of color from an intersectional lens? I was really excited about this and so I 
proposed it to her and she said, "Why don't you tell somebody else about it and let them 
bring it up as an idea?” 
Later in our conversation, Alexa revealed another time she was silenced by her 
supervisor. This time, Alexa was in a meeting with colleagues. Alexa’s supervisor was not 
present at the meeting. Suddenly after Alexa mentioned she had an idea to put forth, Alexa got a 
text from her supervisor. Alexa shared, 
I said, “Well, I have an idea.” And I start talking about the idea that I had, and I 
immediately get a text message from my supervisor that says, "All your ideas need to be 
vetted through me before you share them publicly." And I am looking at this like, "What 
the heck?" This is after me telling her that I needed more responsibility. 
Diane poignantly shared her narrative during the second sista circle when I asked us to 
describe the impact of resisting racism and sexism from their supervisors and direct report. In her 
narrative, Diane spoke to the presence and impact of internalized oppression: 
You start to question are you even good at what you are doing? I think it is like a constant 
conversation in the back of your head. Is that the reason why you had people look at you 
this way is because you are really not that good, or you got this evaluation because you 
are not really that good, or people are saying, you know, whatever. And you just keep 
thinking that you are not as amazing as you know that you are. 
For Laila, internalized oppression had been a constant in her career. Laila frequently let things 
(her experience of racism and sexism go unspoken about) go. During our first one-on-one 
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conversation, Laila vulnerably shared she was not sure she could name the presence of racism 
and sexism within her supervision roles. However, her identity as a parent to two Black 
daughters forced her to acknowledge the presence of racism and sexism: 
Well, I do not know if I can name anything. I can think of maybe two specific examples, 
one of racism, possibly, and sexism. But then I wondered were there other instances 
where that was the case, and I did not know. And I think because of everything that's 
going on now, and things that I'm experiencing in my own neighborhood with my own 
girls, in terms of racism, I'm more aware. My senses are more heightened and I'm trying 
to think back, could this have been an instance of racism or sexism, and I just kind of 
shrugged it off like, "Oh, he didn't mean it, or she didn't mean it." Or just trying to ignore 
it to kind of not put forth the energy to speak up about it. 
Later in our conversation, Laila described her experiences of horizontal oppression and 
internalized oppression when she was supervised by a Black male and her direct peer identified 
as a white female: 
There were definitely instances, which contributed to me leaving that office of my Black 
male supervisor, and my white female counterpart. He gives in to her so much that it is 
almost like there is like a fear. The other coordinator told me when I first started how my 
supervisor was saying, "Oh she is going to give me a run for my money. She is definitely 
going to be a challenge. She's going to challenge me." And so, where he saw me as being 
a challenge and challenging, with my peer it was whatever says goes. If she said 
something that was the decision, he went with. And I am trying to think of what is that? 
What is it that, because you know I am not just going to give in to the bull, and she will. 
That is not racism, and I do not even see it as sexism, but it is something. 
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As Laila shared her experience, I was reminded of the horizontal oppression I 
experienced from my Black male supervisor. I left the position because it was one of the worst 
sexist and homophobic experiences. In addition, the relationship became a competition. I wanted 
to thrive; he wanted to keep me at bay. He always reminded me he was in charge. I disclosed to 
Laila, 
I kept thinking about what the office could be. Afterall, I am a visionary. I would share 
all the ideas I had with my supervisor. I thought he would be excited. Every time I 
brought up ideas, he was quick to remind me he used to have my job. He also reminded 
me he is an alum of the college and is in touch with the Black and African American 
alums. He was quick to remind me he knows the students better than I do because he’s 
been here longer than me. I remember one day in a staff meeting we were talking about 
pronouns. I said because we all work in the campus life and diversity office, we need to 
at least have our pronouns in our signature email. He said to me he is not going to put his 
pronouns in his signature line because he does not have to. He is in charge, not me. 
Sydney specifically named the presence of trauma when she shared her reflections at the 
beginning of the second sista circle: 
The terminology of trauma came up a couple of times and I was like, that's not trauma. It 
was just difficult. It was harder. It is just, a lot of reinforced messages around Blackness 
and Black space. Trauma, and then the minimization of trauma, because that is just what I 
know, I have never called it that. And I am just like, that's not trauma. Trauma is like 
legitimate trauma. And I was like, Oh, I am gonna have to figure that out in therapy. This 
minimization that I think I did during the time; this concept of strength was really 
interesting because it is you do whatever you have to do to kind of make it through. 
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Later in the same sista circle, Sydney shared the disappointment of being let down by her 
supervisor at the time, a Black Woman: 
It is disappointing. And I need to talk about it from a cultural sense, like the letdown of 
the community, like this sisterhood of women of color. I have been more disappointed by 
women of color in this job. In fact, some of the best leaders I had were white men, who 
knew? She kept mediocre white women in leadership, because it was too hard to find 
another one, and she told me that directly. She was the best and worst thing to happen to 
me. Part of it is because when you have a Black leader who is treating you poorly, you do 
not know where to go for that because you are so grateful that she is in the role. You 
cannot imagine the dragons that she is slaying. Student affairs is the redheaded stepchild 
of an institution, it is already undervalued. To put a Black Woman in charge of that, I 
cannot imagine what she is doing. I give her a ton of grace, wrongfully so, because I also 
do not hold her accountable for the dynamics that she sets up continually pitting me 
against my white colleagues and valuing their opinion and their work, because there is 
this tax, she knows she will get the best out of me, she knows she will get my most, she 
knows that I will work twice as hard because I care so deeply about this work. So, she 
will give me all the hard work, and I will do it well, and she will let white women 
continually fail at their jobs and not do anything about them even when I ask her to hold 
them accountable. Meanwhile, I am out here literally saving the institution. I was in the 
trenches helping her understand how to guide the institution on a response, and I had a 
mediocre white woman who literally sent me to therapy. 
Finally, there is no rationale or specific timing when internalized oppression creeps in or 
we speak about our experiences of horizontal oppression. While this research study focused on 
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supervision, naming the presence of internalized oppression and horizontal oppression as I have 
through my interlude poems and in conversations with my sista colleague is integral to 
resistance. Kenya affirmed the non-specific time when horizontal oppression and internalized 
oppression comes up. Kenya shared, 
Even after a year, I have thoughts of If I am Good Enough., Am I competent in my job? 
If I had a white supervisor, I would chalk it up to racism. But with a BW supervisor, it’s 
much more powerful. The hurt is there. 
TC#1, Theme #2: No, I am Not Your “Sista Girl” And Yes, I Have a Right to be Angry. 
“Sis,” “sista girl,” and “sista friend” can be described as terms of endearment specifically 
used within the Black community. Steeped within a history of taking care of each other, you 
might hear Black Women refer to other Black Women as “sis” upon greeting each other 
(Tsuneta, 2019). In the professional environment, white colleagues calling Black Women “sista 
girls” are described as microaggressions. Suggesting Black Women’s hair in our natural state is 
not considered professional is a microaggression. Black Women being called “bitchy” or 
“monsters” (as Trump called Kamala Harris the day after the 2020 Vice Presidential debate) are 
microaggressions. Continuously interrupting Black Women and talking over Black Women is a 
microaggression. Regardless of social identities, anyone can exhibit microaggressions against 
Black Women. 
Microaggressions are “the everyday verbal, nonverbal, and environmental slights, snubs, 
or insults, whether intentional or unintentional, that communicate hostile, derogatory, or negative 
messages to target persons based solely upon their marginalized group membership” (Sue, 
2010a, p. 3). As with anything, microaggressions that are not directly and overtly racist and 
sexist are much less difficult to understand (Sue, 2010b). Laila, Helen, Sage, Elizabeth, and I 
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provided narratives of experiencing microaggressions from their supervisors and direct reports. 
Laila shared in the second sista circle micro-aggressive actions from her white male supervisor 
after advocating against him for exploiting the win of a coveted award by a historically Divine 
Nine sorority: 
I politely told him that I think it was not necessary. You do not have to do all this extra 
stuff just because it is the first time a Black and Brown organization won; just keep it fair. 
It is not necessary because you do not do it for everybody else. He was like, "Oh my 
gosh, why are you getting so testy? Calm down. I thought you would be happy." No. And 
he was like, "So this is what I'm talking about. This is the alter ego I'm talking about.” I 
was the only Black person in the office. Our admin assistants were white as well. And 
everybody knew my alter ego. Before I had ignored it. But this particular moment, when 
he said it, it took on a completely different meaning. Because in that moment it was clear 
that he was referring to me as the angry Black female. It was noticeably clear. And I 
remember walking out of the office and once I got into my office, I just started crying. 
Immediately after Laila shared her experience, Sydney affirmed the trauma embedded 
within microaggressions. Sydney reminded us of our right to be angry when we experience 
unfair treatment: 
That moment in your office, when you have to go through this checklist and justification 
and also just like punishing yourself unfairly. Holy shit. I know what that feels like when 
you are like, “God, I let that shit go on too long”. And you are, like, mad. And then you 
are beating yourself up. And then it is like, exacerbating racism and sexism. Cause then 
you are internalizing that stuff. And it is like, damn it. Like, he has already done his 
damage. And then it just kind of goes to another level. 
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When Elizabeth was hired as Director of her department, her direct report— a white 
male— had served in the Director role as interim. Soon after Elizabeth became Director, her 
direct exhibited microaggressions against her. Elizabeth explained, 
Now that I am here, he is getting shut out and now he feels some kind of way. When I 
would make decisions, here come the microaggressions, belittling me. He would just say 
things off the wall like, "Girl, where you going today? Girl, where you been? Why are 
you late?" You do not talk like that to anyone else in this office except me, and things 
like that. It was just like, let us just be real. I sat down and I had a conversation with him. 
"It is quite obvious that you feel some kind of way about me or about the situation." He 
was like, "Yeah, you're right. I do." I was like, "Okay. How can we work together and 
move forward?" He said, "I basically come to work, do my job and leave." I was like, 
"Okay. That is all I can ask of you. Let me know if you need anything." Shortly after that, 
he left. I am glad he was gone, but it was just the way that he projected those 
microaggressions and how it just kind of filtered to other people down to students. 
Helen shared her experience with microaggressions. Before moving to work in the 
diversity office, Helen was bombarded with microaggressions. Helen disclosed, 
In front of a group of four other people she puts her arm up to mine and says, "Yeah, I'm 
going to the beach this weekend. I'm going to get as dark as you are." Mind you, this is 
also the same week that the massacre at the church happened. I moved down there the 
week that happened, and they found the killer a short distance away. Nobody thought to 
do a check-in with me. 
Meanwhile Sage’s administrative assistant, an older white woman, did not see or 
acknowledge race. Sage explained, 
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I supervised a white woman, baby boomer age. A very lovely person, and she could not 
understand why racism was a thing, because where she grew up in this very small town 
of all white people, she knew the one Black student in high school, and she didn't see 
color. And he was so articulate and charming, and he was so friendly, and everybody was 
just friends. 
At the same institution where Sage supervised her administrative assistant, Sage 
experienced microaggressions from her supervisor: 
I remember wanting to make the most of my time during the summer so I would take my 
lunch and I would sit in my office and I would do administrative tasks while I was eating 
and watching something on PBS. I really love British murder mysteries, I do not know 
why, but there is something about British white people killing each other in the country 
that I'm like, this is fascinating. So, I am watching these on PBS, and I am eating my 
lunch and I'm usually filing or color-coding or taking notes or digitizing something 
because it calms me, I feel productive. A white woman walks by, comes in, spends half 
an hour gossiping about nothing, then she leaves. She is completely stressed and 
overworked about stuff. Well, she makes a complaint to her supervisor, who is a white 
woman, that I'm doing nothing but watching TV in my office and I must not have enough 
work to do. So then my boss comes and he says, "Did this happen?" And I was like, 
"Well, that's not exactly what happened. Here's what happened.” And he said, “Well, I 
think just for now maybe you should close your door when you're eating lunch.” 
I, too, shared a story about supervising the administrative assistant and experiencing 
microaggressions from her with Sage. The administrative assistant was a part of the baby boomer 
generation: 
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We shared an office suite, my department and my peer’s department. We, the white 
woman Director and I, co-supervised the administrative assistant, a white woman in the 
baby boomer age period. We would have bi-weekly meetings to ensure the three of us 
were on the same page. In our meetings, the administrative assistant never looked me in 
the eye, addressed me, or talked to me. She only addressed my peer director. Straight up 
did not respect me. When we talked about issues of race, power, or privilege, she (the 
administrative became silent) still addressed just my peer. Only later did I realize the 
administrative assistant was speaking about me behind my back to my supervisor and 
“keeping a watch on my comings and goings” as noted through comments made in my 
evaluation. 
Collins (1990, 2000) reminded us Black Women are often described by controlling 
images depicting racism and sexism. The controlling images represent microaggressions. 
Examples of the controlling images include being considered a mammy. Below, Elizabeth shared 
her experience in our first individual conversation of being referred to as the mammy from the 
women’s college she previously worked at: 
I was told by my supervisor, that as part of the culture because I am a Black Woman, I 
am seen in a motherly role, I should want to be called this. I am like, "No." At the time, I 
did not have children of my own. I do not feel comfortable being called that. At this 
institution you should be referred to as you want to be referred to, and I was like, "I want 
to be called Dr." I was basically told that was not acceptable even though other faculty 
members were referred to as "Dr." My supervisor was referred to as "Dean, the Dean of 
Students" but I had to be called "Mom." Like, "No, that's not something that I feel 
comfortable with." 
133  
TC #1, Theme # 3: Anti-Blackness, Racism and Sexism. Repeat. Anti-Blackness, Racism and 
Sexism. Repeat. 
I had apologized for crying during one of our sista circle gatherings. My sista colleagues 
lovingly said not to apologize. Sydney reminded me what was happening in that moment of 
apology was the cycle of socialization. 
Bobbie Harro (2000) is credited for designing the cycle of socialization. In the cycle of 
socialization, Harro explained socialization begins at birth when we are born into a world where 
everything is defined for us. As we move through the world and get older, we get bombarded 
with messages from people and institutions outside our household. Oppression remains an active 
part of the cycle due to fears of not knowing how to make change, continued desire to have 
power and domination, and simply a lack of acknowledgment in the truth of oppression that is 





The Cycle of Socialization 
 
 
During our first conversation, Sage shared: 
 
The folks with decision-making power, authority, access, are primarily white males, 
primarily cis-hetero white males. The folks doing a lot of the labor are primarily women, 
and I would say a split between white women and women of color. We had a late night 
incident with a student in a summer camp. Police were called, I was called, I had talked 
with my supervisor as well as the person who was in charge of summer camps and 
conferences about the situation, gotten direction from them, handled the situation. And 
later on I was challenged on how I handled that situation by a staff member. So, the 
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nighttime crew, primarily men, primarily white; and this white male in particular, 
primarily older, was very openly outwardly conservative Christian and made a lot of 
inappropriate comments to staff and students but was never held accountable or called on 
it because HR considered it free speech and not harassment or verbal abuse. And so, this 
individual did not like the way I handled the situation. I challenged that. My direct 
supervisor at the time was a Black male who was supportive of me in this situation. And 
the individual who I was supposed to supervise wrote a very long email with his 
perception of how this incident unfolded, which I found really interesting since he wasn't 
present for 80% of it, because most of the incident happened on a floor in the building. 
So, we get called in to have a mediated conversation. The meeting took place, in this very 
small, windowless room with one door, at night, because that was this person's schedule, 
in the evening. My supervisor couldn't be present, so they opted to not have him there 
and continue with the mediation, which meant it was his supervisor— the white male I’m 
supposed to supervise, and the safety officer. The safety officer is the person who trains 
these people who's also a conservative white male. And what I came to find out is the 
way they train these nighttime attendants is, don't listen to the RD staff; they're here for 
short time. They're young; they're inexperienced. Sure, they might supervise you; sure, 
you need to call them to respond to emergency situations, but you don't really need to 
respect their authority. We both expressed our views of what happened and nothing 
resulted of that conversation, nothing at all. His point was, she is not the person who 
should be handling this situation and she handled it incorrectly, and I want to see 
something done about it. My point was he doesn't respect me as a person; he doesn't 
respect my leadership or decision-making. Additionally, he wasn't present for over 80% 
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of the incident. He doesn't know that I communicated with two other people above me on 
how I handled the incident. And finally, why is it okay that you get to train him and tell 
him that he can't, and doesn't, have to listen to me when I'm supposed to supervise him 
and do his evaluation? None of that was addressed. 
Alexa affirmed the cycle of socialization in her reflection within one of the sista circles: 
 
I think the system, the education, the upper administration staff, and the race conscious 
policies are there. And so, we just continue to get into a cycle of continuing to start 
something, then we stop something. And then it is like, I remember we did this seven 
years ago and here we go again; it is all brand new because it's a different person at the 
table. I am just like, gosh, I have been starting this over for four or five years now or four 
or five times. 
Later in the same sista circle, Alexa brought in the concept of anti-Blackness: 
 
It dawned on me that the institution keeps saying we're anti-racist and we're working 
towards anti-blackness. I keep hearing this message but when did y'all talk to us? Like, 
has there ever been a time that you listened to the Black voice? Like even in one of the 
diversity offices there is nobody Black that works in there. So, it's like, have you ever 
listened to anybody? How can you say that you are working towards anti-blackness when 
you do not even know what we're saying? Because not one person has ever asked 
anybody Black that we know of. 
Helen’s supervisor, a white woman, reinforced racist and sexist stereotypes of Black Women. 
After confronting her direct report on the use of microaggressions, Helen experienced the 
perpetuation of racism and sexism from her supervisor. During our first individual conversation, 
Helen shared, 
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I do not hear you doing that with the other assistant director who also has identified as a 
girl or as a woman. She is white. I do not hear you doing, you know, colloquialisms with 
them. These are the reasons why I just don't need you to do that anymore. He said, “I got 
it.” I could see a little bit of a tearing up in his eyes, whatever, but it seemed like it was a 
good conversation. He got it. And we kept pushing, Oh, until my one-on-one later on that 
week with my white woman supervisor, who then is like, so awkward. She hates difficult 
conversations but basically, it was just like, Helen how are things going with your direct 
report? I am telling her everything that I usually do. And then she goes, “so I do not 
really know how to bring this up but he had mentioned to me that y'all had a conversation 
about how you felt uncomfortable with the way that he talks to you.” And then it turns 
into the whole, basically, Helen you need to coddle his ego. And now, he feels like he 
cannot talk to you. You know, you sometimes can be intimidating. Everything that you 
could think about in a conversation around advocating for yourself got completely turned 
around on me. Basically, I got a slap on the hand for asking someone to address me in the 
way I want to be addressed. 
In our first individual conversation, Diane shared a story of her supervisor, a white gay 
male, maintaining the status quo of racism when she served in the role of Associate Director with 
multiple direct reports. Additionally, it was an expectation for colleagues to support their other 
colleagues and help advertise and set up programs. Diane shared her concerns with her 
supervisor on the types of programs the office offered to the student body: 
And you all do not see the value of why this should be coming out of our office. And 
anytime I had talked about these things and when I first started talking about doing the 
symposium, my supervisor said, "Well, we did stuff like this before and it didn't go well. 
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Why didn't it go well? Well, we brought KRS-One to campus and he's crazy." No, KRS- 
One is really outspoken and speaks his mind and says whatever the hell he wants and 
okay, yeah, he is crazy. Sure. And talked about some other people that they brought on 
campus who were Black folks who were crazy or difficult or whatever. And why is that a 
problem? There are folks you bring who I think are crazy and a hot mess, but I'm still 
going to show up. So, I think that's how people get away with their racism— it's wrapped 
in a "well, we've always done this this way." 
Diane also shared the expectation of Black Women supervisors having to be nice all the 
time during one of the sista circles: 
There is also this expectation that Black Women are going to be nice all the time, all day, 
every day. That any type of firmness is being mean. Any type of real supervision is being 
mean in some ways. In particular, when we have this conversation about "I'm asking you 
to tell me what you're doing because I am held responsible. I need to know. I am not 
trying to ask you these things because I don't think that you're capable. I think you are 
very capable. However, if something goes wrong, I need to know what you had planned, 
what you had done. If somebody asks me, I need to be able to defend you. I need to know 
what is happening. If I do not know, I can't do anything about it." You wouldn't have a 
problem with anybody else asking you, "Well, tell me about the project that you did. 
How much money did you spend on that? Okay, and who did you send that out to?" You 
wouldn't have a problem with somebody asking that. It's not because I'm going to be like, 
"No, no, no, no, do something else." It's because I just need to know because my 
supervisor is going to ask me. It was like I was asking her to go rob a bank because I just 
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asked her to share with me what she was doing. I think that that is definitely a form of 
racism, this expectation that I'm going to be super nice. 
Kenya shed light on how the cycle of socialization showed up supervising white folks 
and being supervised by white folks: 
When my supervisee or my supervisor is white and, let me also add that I do not feel like 
I have a good relationship with them, I definitely feel like a lot of my conversation is 
vetted in my head multiple times before I say it. The same with emails. I write them and 
then I go back and look at them and say, “Does this sound angry? Does this sound too 
nice? Does this sound professional?” All these things, and I go through and change words 
and change sentences so that it can come out as benign as possible. I will say the one 
exception to that, I think, well, I mean, there has definitely been times where ... I mean, I 
share my opinions, but they are always very tempered. 
Finally, Sydney wrote in her journal specifically around the tenant of interlocking 
systems of oppression and Black Feminist Thought. Here Sydney, specifically named the daily 
and ongoing actions of racism and sexism perpetuated by institutions as a whole: 
I think about the critiques and institutional practices of predominantly white institutions 
are just completely oppressive to Black Women. And I know that we all understand 
systems of oppression and interlocking aspects of how intersection happens. What I want 
to talk about is the day-to-day mediocrity that is allowed for white women and white men 
in higher education and to some extent Black men when we, as Black Women, are unable 
to coast or perform at half speed like others are. I am constantly doing more: better, 
bigger, faster, more impactful work, then get counted on for that level of work which 
results in feeling like I could never take my foot off the gas pedal. Meanwhile, my 
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colleagues who are white, and or men, are able to enjoy this kind of ease of experience 
that allows them to just kind of saunter through their professional lives as if there was no 
urgency or tracking of how they are performing. It’s quite frustrating, it is exhausting, 
and it’s just extremely annoying. 
Sydney’s reflection aligned with this specific question asked to the sista colleagues in our 
first individual conversation: Describe policies and or practices you experienced that are anti- 
Black Women in your role as mid-level administrators who supervise. The sista colleagues 
responded with narratives covering budget decisions, promotions, attire, and the performance 
process. Below, Alexa provided more insight into her relationship with her supervisor when she 
is advocating for Black students. Alexa disclosed: 
I learned two other centers got budget increases when we all were supposed to not get a 
budget increase. I looked at the budget in detail and I saw it just as clear as day. After I 
had put forth the proposal, the President asked me what I need. I told my supervisor, "I 
think we need to have a mental health counselor that focuses on black racial syndrome 
because all of this stuff is impacting black students and their graduation rates." She, my 
supervisor, told me, "Don't ask for that." Again, that's what I deal with. 
Diane shared an experience with attire. No other director at Diane’s institution was 
wearing suits. Diane expressed: 
Again, from a Black male who told me I should be wearing suits when I was the Director 
of the office that I needed to be more professional and wear suits. At the time, I became a 
Director pretty... I do not want to say early, but early-ish in my career. I do not want to 
say I could not afford it, but I didn't feel like I could afford to be buying suits. Especially 
when the director of student affairs, of student activities, was not wearing a suit. The dean 
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of students was not wearing a suit. Nobody else is wearing a suit. I was told that I needed 
to wear a suit. Some of that was wrapped in some respectability politics stuff and 
presenting myself as a director is what I was told. I just remember this feeling of, that's 
why. Oh, that is why they're not taking you seriously, is because you're not wearing a 
suit. If you would just wear a suit, you would present a different image or what have you. 
Helen described the practices of going right past Black Women in positions of leadership 
in her institution: 
In looking at the org chart, and so be it policy or practice at my current institution, I think 
that there are two Black Women who are above the director level. Everybody else, most 
of us, are entry level or mid-level. Black Women surely are not retained, especially not in 
leadership. I have experienced my supervisees going above my head, but it is definitely a 
practice at the institution that I'm at now, where I know the other women who are 
directors of whole areas, have had people who are just completely fine going to the VP. 
That is definitely a practice. And it has happened disproportionately to Black Women 
than it has for the white men. So, I have also experienced that in the way that I've tried to 
either formally or informally share grievances. I have had to go through seven different 
people and to no avail, except that I am again kept in a box. 
Helen further commented on the mediocre white men who are happily moved within the 
institution while Black Women leave: 
White men have either been given random promotions or are moved into just another 
department. Like, "Oh, you're not happy? Let us just move you here, and you're still put 
on all the committees." Or for mediocre white people who are unhappy, let’s just move 
you here. For Black Women, "Let's just wait it out because she's going to leave." 
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In my conversation with Kenya, she named policies and practices within institutions are 
inherently racist and sexist: 
I think that all policies and procedures seem to be written for the status quo, for the same 
employee, the same faculty member. It's like a cover up. Those policies do not take into 
consideration race or gender or any other kind of identity markers. They are basically 
designed for white people in student affairs. So, while I wouldn't necessarily say every 
policy is anti-black, I would say that none of the policies that I'm aware of are designed 
with Black people or Black Women specifically in mind, nor do they consider how it 
might be different for someone who has a racial or a gender identity that is not white and 
male. I think of ideas around how people should dress or what is considered 
professionalism, I think that does not take into account people's religious affiliations, 
people's pride in their natural hair or the type of clothes that they wear. Those kinds of 
things are often deemed not professional because what is deemed professional is white 
male attire. 
Sage revealed writing an extra 20-page thesis to justify promoting another woman of 
color within her institution. Meanwhile, internal promotions for white people and other 
departments do not have to be scrutinized. Sage questioned, 
Why is it that other people can promote their staff in two positions and it does not seem 
to be a problem? I watched four white males in our area become assistant directors, no 
searches, no conversation, just an announcement. These people are assistant directors 
today, great, but for me in the same division I have a woman who reports to me who's 
indigenous and a healer. She advises student groups, but she has got a Master of Divinity. 
She works with the Interfaith justice network. She has got experience at mental health 
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institutions and serving in prison systems. She is incredible. And we created a whole plan 
for her to be the assistant director of spirituality and wellness and meaning making, 
because it is a need in this community, and it is a gap, but it has taken me a year and a 
half and a damn dissertation to get it through. And I am still fighting with HR. I put 
together a 20-page lit review about why her position is needed. 
Finally, Sydney brought up the performance process. Sydney highlighted, 
 
It is the bias that shows up around being angry, it is the lack of engagement of actual 
supervision conversations. You should not surprise me with your feedback prior to an 
evaluation. Everything in my evaluation should be stuff I already know. Do not come at 
me and say, "You should have done this, this, and this." 
In closing, trauma has various impacts on us as Black Women. In the midst of 
experiencing racism and sexism and resisting racism and sexism from our supervisors and direct 
reports, we are faced with decisions to make and emotions. Kenya, Elizabeth, and Alexa provide 
some closing thoughts on the presence of Black Women and trauma in our role as student affairs 
mid-level administrators. When being supervised by her Black Woman supervisor, Kenya 
vulnerably shared, 
I was prescribed medication for depression. I went home and that stuff was still going. 
And then day after day, week after week, like that takes a huge toll on your wellbeing and 
how you feel about yourself and then also how you, you know, end up acting at work. 
Like, who do you want to engage with, who you do not want to engage with, how you 
show up in meetings? For me personally, I just kind of shut down. 




I just isolate myself and I shut down and I cannot do my job and I cannot supervise others 
because I do not have what I need because I'm overwhelmed. I am overworked, I am 
taxed out. I am sick of being the token, like all these things that compound on a Black 
Woman or me specifically. So then, I do not know how to be what I need to be for 
myself. 
Diane added the complexities of just being able to deal and with trauma and stuff to a 
point that is unhealthy: 
And it is okay that I was in these environments that, that were isolating. And, I did not 
have a lot of people who looked like me around and I didn't have a social life, but I was 
doing this work that needed to get done. So, I feel like we, I feel like Black Women, we 
get this narrative that we can deal with anything. We can take it on because we are the 
shining light, and we will make it better. Though that may be true, no one said we had to 
suffer to, to be that light. And I feel like we are in the space of suffering to be the light 
and we should be in the light consistently, um, and feel light always. There is a lot of 
navigating pain that we don't even recognize that we're navigating because we're so used 
to the role that we have been, we have signed up for. So, we think of what it means to be 
a Black Woman professional is just deal with shit. Like that's just par for the course. I 
think I get into that routine quite a bit and, and I have very few times to stop and be like, 
you know, I am really not happy though. I do not even like this work that much. I do not 
like these folks that much, but I need a paycheck. 
Laila further expressed the trauma that comes with just dealing with racism and sexism in 
supervision: 
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We kind of deal with things or cope because we have to, and we kind of push it to the 
back of our minds and not think about it so that we can keep going. We just have to keep 
pushing forward. We have to be strong. We have to be this; we have to be that. And we 
do not allow ourselves, oftentimes, we don't allow ourselves opportunities to kind of just 
sit in it, in what we're feeling and what we're thinking and say, "That was fucked up." Did 
that really happen? Am I exaggerating the situation? Am I overthinking what they just 
said, or what did I just experience? Are my feelings or reactions to situations, are they 
valid? And then we oftentimes will go to somebody else who looks like us and say, "Hey, 
this is what happened but I'm not sure if I'm tripping or... Tell me if I'm wrong. Did I do 
something, did I say something?" And I think we do that a lot. And we oftentimes 
minimize our own experiences under the guise of coping and being resilient and just 
moving forward. 
In my last conversation with Alexa, she shared some tears. I could tell Alexa was still 
dealing with the many decisions that lead to not valuing her and promoting her. The combination 
of the horizontal oppression from not only her supervisor but from others at her institution led 
her to share, “I'm tired of tired of crying. Usually, my tears give me strength. My tears, they have 
a different story right now. Yeah. I'm just really tired.” 









always feeling my heart beats 
as my eyes open 
as my hands move 






Vice President, then Senator Kamala Harris, the first Black and South Asian woman Vice 
Presidential Democratic nominee consistently spoke the now repeated words “I’m Speaking” 
during the October 2020 Vice Presidential debate. The words “I’m Speaking,” described 
numerous attempts Harris made at speaking while consistently being interrupted by her white 
male counterpart, Mike Pence. The words “listen up” signify Black Women’s need to be heard, 
listened to, and valued because of the knowledge we bring based upon our lived experiences 
(Collins, 2000). I’m Speaking also describes Now by Audre Lorde. Now, gives me chills, 
strength, and a reminder to myself and my sista colleagues that our voices need to be heard and 
should be told. 
“Listen Up! I’m Speaking Now” is the name of Theoretical Construct number two. This 
construct specifically described the themes of self-definition and self-valuation Collins named as 
essential parts of BFT (Collins 1986, 1990, 2000). Collins (2000) described self-definition as a 
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"journey form internalized oppression to the free mind” (p. 112). The liberation to the free mind 
can only happen when Black Women engage in self-valuation (Collins, 1986, 1990, 2000). 
Collins (1986) explained by valuing “the assertiveness and other "unfeminine" qualities as 
necessary and functional attributes for Afro-American womanhood, Black women's self- 
valuation challenges the content of externally-defined controlling images” (Collins, 1986, p. 
518). 
Self-definition and self-valuation described the process of engaging in liberation and 
emancipation by speaking our voices, defining who we will be, and valuing ourselves. There are 
two themes explained within this construct. Each theme contained conversational narratives and 
research found in the literature. The themes are (1) Calling a Spade a Spade and (2) We Out. 
TC #2, Theme #1: Calling a Spade a Spade 
When talking about the intersection of resistance and the impact of our experiences of 
racism and sexism in supervision, many sisters referenced the importance of naming things and 
calling things what they are; hence the phrase “call a spade a spade.” Therefore, this theme 
provides knowledge and insight into us speaking truth related to experiences of and resisting 
racism and sexism in supervision. As a PhD student, I took a public policy in higher education 
class. The assignment was to write and submit an op-ed related to a policy in higher in education. 
Immediately I knew I would use this assignment to bring voice to part of my story. In December 
2018, Diverse Issues in Higher Education published my op-ed called, “Move White Supremacy: 
Get Out the Way”. As a result of the op-ed being published, I was able to have a conversation 
with the new VP of HR at the institution where I experienced multiple incidents of racism and 
sexism in supervision. During this conversation, I told my story, my truth. And that conversation 
solidified the meaning of self-definition and self-valuation. 
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Shortly after police murdered a Black male named George Floyd in June 2020, the 
president of Sage’s institution asked her what he could do to support Black students at the 
college. At this time, Sage was reporting to the president because she had no direct supervisors. 
Below, Sage described specific solutions and directly points to the president’s need to know 
certain information: 
What you can do to support our Black students is address racial equity and answer these 
18 questions. And I pulled those questions from the previous equity survey from 2016. 
And then I pulled those questions from the survey of 2017. And then I pulled those 
questions from the survey from last year and I laid them all out. And at the end of my 
email response, I said, “Sir, if you are not aware of these questions, that's a bigger 
problem. And number two, stop asking me to do your work because I cannot, I'm not at 
your pay level. We are not colleagues. We are not best friends. You have people to 
support you and you are tokenizing me and taking up my time and this is unprofessional.” 
When asked to define resistance, Sydney explained resistance as naming dynamics and relating 
resistance to a matrix: 
It is like, once you see the matrix, you have to start calling it out when you see it. It is 
funny because I think people are just waiting for that to happen. Once you do that, it feels 
like it opens up some stuff. Oh yeah, sexism is what we are doing today. Hashtag racism. 
Sydney went on to share a story where she supervised both a white woman and a Black male. 
The Black male was not doing his job and had perpetuated sexism. The white woman had 
perpetuated racism. Sydney explained, “It was just this tangled, tangled dynamics of all of 
racism and sexism.” 
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Kenya shared her narrative of calling out her institution and their lack of value in her 
serving as a director working to support students of color: 
I talked to students every day and I heard from them every day. And so, when it became 
apparent that things were about to blow up, people in upper administration started asking 
me to meetings and asking my opinion about things. I would tell them realistically, what 
was going on and what I thought they should do based on what was happening. And so, 
they took that information and would put out statements or say things so students kind of 
felt like, oh, we're being acknowledged. But they weren't doing anything with that 
information. As it went on and on and they still weren't doing anything. It got to the point 
where the students called out the president and other people in administration for not 
addressing any of their concerns and they said we want to talk to you. They marched the 
president, the vice president, all these other people into this large space upstairs in one of 
the buildings. And I remember walking up the stairs that day, and the president who was 
a white man next to me, asked me do you want to join us? Meaning like, at the podium. 
And I was like, “Nope, sure do not”. Sure don't because I was like, I have been telling 
you, you know what I mean? Now you are going to listen to me, but whatever I'm going 
to let that go. You know? And then when it got hot, it was heated. He was like, “Oh, do 
you want to be”, “No, I don't want to be, I don't want no parts of that”. And I was up 
there over on the side with the other people I worked with and students that I was like, 
“Take it away, sir, go right ahead”. You know. No, you are not going to use me for this 
anymore. I am not going to be your token. Not going to be your Black face up here to try 
to help you calm down the students. You so-called had this the whole time. 
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In her previous role as a Director of Diversity Affairs, Diane had been called into a 
mediation meeting. Her supervisor, a white male, would be mediating the conversation between 
Diane and her supervisee, a white female. The excerpt below provides context into the mediation 
with Diane ultimately confronting her supervisor: 
I walk into this room and we have this mediation, and basically it was an hour 
conversation of her telling me how wrong I was, and how hurt she was, and how my 
supervisor was basically cosigning the way she felt. I'm like, "Wait a minute. You told 
me before I walked into this room a very different story." The story I got, I am having 
this mediation that I thought I was going in to provide her with some "here's the reasons 
for the decisions I made" type of stuff. It turned out to be this conversation of how I was 
wrong. I was like, "I can't believe this just happened. At first, I felt that my supervisor 
told me what I wanted to hear, and said these things of, "She's young and she really 
doesn't understand," and whatever. Then when I am in the room, it's a very different 
story. Me being the person I am, I had a conversation with my supervisor later saying, I 
kind of felt like that conversation was more about how she was right and I was wrong. I 
did not expect that to be what our conversation was. I was under the impression that we 
were going to have this, whatever conversation I thought we were having. He says to me, 
“Well I thought you were over this. I thought you were over it." Because I had said after 
the meeting that it was weird, and then he said, Well, I thought you were over this. I'm 
like, “Clearly, I'm not if I'm bringing it up”. Why do I need to be over it, first of all? It 
just became this, “Okay, you told me who you are as a supervisor that you're always 
going to take this other person's side." I felt very belittled in front of my supervisee. 
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Further, what Alexa shared reminded us that even when we share our voices, they are not 
respected. Additionally, Alexa shared her story of the need for rewards in a promotional way: 
We are continuously silenced. And our voices, if they are heard, are not respected. And 
so, what happens is, is that we get it, we get this feel good, make you feel good. You 
know? Well, let me tell you how great you are, you know? So, we got to see these verbal 
things about your beautiful person. Oh, we need your voice. Oh, that was good. That was 
a good perspective. All this, all these accolades, obvious verbal accolades are just 
bullshit. Like I hate evaluation time. I hate evaluation time because I don't need you to 
tell me that I'm badass. Cause I already know it. I need you to promote me. I need you to 
nominate me. I need you to invite me into circles that I have been excluded from. I do not 
need you to verbalize one more time what a good job I do. 
Finally, Elizabeth pushed back against the idea that student affairs welcomes all people as 
their whole authentic beings: 
I feel like this is just student affairs talk; the notion of bringing your whole self to the 
work environment and I'm like, can we really do that? And be seen? I think that is very 
exclusionary. I do not think that is inclusive at all. Several identities can say this but, for 
me, identifying as a Black Woman, I do perceive that to be Anti-Black because I do not 
think I can. Like being able to voice my opinions, serve students in the way that they 
should be supported. Being able to separate myself, someone who is very vocal about 
Black Lives Matter, and all the racial and social injustices that are happening, and my 
position at my institution, they cannot coexist. 
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TC #2, Theme #2 We Out 
“We Out” (Tubman, as stated in 1849) specifically celebrates the choice to leave 
unhealthy and toxic environments. Making the choice to leave our work environment is a form of 
strength, inspiration, and again represents a form of self-care in the act of resistance. Diane, 
Helen, Sydney, and Sage shared narratives of leaving their environments and or the profession. 
Diane shared, 
 
I think particularly about my experience as an administrator. I was not mentally healthy. 
It was a lot of very toxic environments and I was not well. I ended up leaving. I kept 
telling my students, I'm leaving because I'm telling you that your own personal sanity is 
more important than anything else. And so, my resistance was like, I'm not going to stay 
in it, stay here and continue to be in a toxic environment. 
For Helen, she made the decision to leave one office and move to another office within her 
institution. Being the only Black person in the office took its toll on her: 
I already always felt like everyone was tiptoeing around me. It was a mess. I only made it 
two years. So, the biggest resistance was peaceing out and then moving over to work in 
diversity in the same institution. And so now I just use them as all my examples when I 
talk about things not to do. 
Sydney’s decision to leave the field aligned with her need to exist with integrity. Sydney 
explained, 
I left the field. I mean that the dissonance just got so overwhelming. I could not have you 
sit there and create these social justice principles. And then every time I call you out on 
sexism, racism, homophobia, classism, pick a thing, and any time you know, we stand for 
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these things, and have all the shit in the department. I wanted to tell the truth. I just 
wanted to tell the truth. I did not want to keep recruiting people to come here. 
Finally, Sage divulged her story of leaving her toxic work environment after sharing her 
concerns with Human Resources: 
I laid out six very specific examples where I felt that he had said something racist, acted 
racist, abused his power, spoken down to me, tried to manipulate situations for a specific 
unidentified outcome that was not attainable. I had very specific examples and talked 
about how they impacted me as a Black Woman. And he placated me. Thank you so 
much, I really want to learn, you are so brave to talk to me. I appreciate this. Nothing 
changed but I felt better for having confronted it. And once I realized nothing was going 
to change I was like, it is time to go. 
Listen Up. I’m Speaking Now centered our experiences and voices engaging in self-definition 
and self-valuation. Our stories of self-definition and self-valuation described various ways we 
engaged in resistance; and as the title of this dissertation said, reclaimed our stories and 
experiences. The next section addressed significant gaps in the literature by describing various 
approaches we use to supervise. 
Findings: Research Question Three 
The final research question in this study sought to answer how do Black, Woman, student 
affairs, mid-level administrators describe their approach to supervision? Specifically, how is 
social justice, intersectionality, and Black Feminist Thought incorporated in their approach to 
supervision? I began this section with two blackout collective poems. The first collective poem 
Supervision: To Be or Not to Be described our collective voices explaining what supervision is, 
how we learned supervision, and our overall thoughts related to supervision. The second 
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collective poem, Dear Colleagues, is a letter to our colleagues telling them what we need them to 
know about how we supervise and how we want to be supervised. 
Following the blackout collective poems, individual blackout poems are shared 
describing our individual approaches to supervision, including our talents as supervisors. The 
section concludes with the Theoretical Construct and the emerging themes, supplemented by 
individual narratives. 
Supervision: To Be or Not to Be 
Supervisors, we know all the things. No, we don't know all the things. Everybody should not be a 
 
supervisor. There are skills to be a great supervisor everybody doesn't have. I love to 
supervise. I can take or leave supervising. I do not like supervising. I hate supervising. Did you 
know? I learned to supervise from a person I didn’t really expect to learn 
 
from. . I learned to supervise 
 
by default. I learned to supervise on the job. I learned to supervise 
 
from the school of hard knocks. I learned to supervise from NIKE. 
 
Just do it. Hold up. I learned what not to do more so than what to actually 
 
do. I can't pinpoint an exact moment or time where I learned how 
 
to supervise. All of my experiences together showed me how I don't want to be 
 
supervised. : Horizontal hostility, trauma, 
exhaustion, microaggressions, white supremacy, isolation, the outsider within, performance 
evaluation, am I making this up, did this really just happen to me? And so on. Supervision is a 
sham. Supervision is the only way to move up; bragging rights within 
 
higher ed. Oh yeah, I've got all these people who report to me. 
 
But you're not doing it well. Supervision is a form of consultation. It 
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can be received or rejected. I need to be ok with that. Reflection: 
 
What may work for one person 
that you supervise is not going to work for somebody else, even if it's in the same office, the same 
institution. Supervision is mentorship, balancing. 
 
guiding my staff on achieving goals for our 
 
department, but also that balance of achieving professional and personal goals. People 
are more than their jobs. Reflection: Supervision requires humility. Performance does matter. 
Supervision is all about coaching; putting people in 
 
situations, giving them opportunities to use those their skills and talents. 
 
Supervision is a blessing and a curse. Blessing because you get 
 
to help people get better at their job; learn about people. Curse. 
 
Conflicting identities on your staff, with staff members, with each other or staff members, 
 
with me. Working through is a whole extra part of your job. 
 
Reflection. Trial and error. , This is what I think 
 
would work. If it doesn't work, then let's try something else. Requires humility. 
 
Supervision is organic co-created, a valued relationship. And grounded in 
 
critical consciousness when it's done well. Supervision is getting to know your staff. I am 
still learning how to supervise because everyone is different and evolving. Supervisors, we know 
all the things. No, we don't know all the things. 
Final Poem: Supervision: To be or Not to be Supervisors.  
we know all the things. no, we don't know all the things. 
everybody should not be a supervisor. 
there are skills to be a great supervisor, everybody doesn't have. 
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I love to supervise. 
 
I can take or leave supervising. 
 
I do not like supervising. 
 
I hate supervising. 
Did you know? 
I learned to supervise from a person I didn’t really expect to learn from. 
 
I learned to supervise by default. 
I learned to supervise on the job. 
I learned to supervise from the school of hard knocks. 
 




I learned what not to do more so than what to actually do. 
 
I can't pinpoint an exact moment or time where I learned how to supervise. 
All of my experiences together showed me how I don't want to be supervised. 
Horizontal Hostility, Trauma, Exhaustion, Microaggressions, White Supremacy, Isolation, The 
Outsider Within. Performance Evaluations, Am I Making this Up, Did this really just happen to 
me? And so on. 
supervision is a sham. 
 
supervision is the only way to move up. bragging rights within higher ed. oh yeah, I've got all 
these people who report to me. but like you're not doing it well. 




what may work for one person that you supervise is not going to work for somebody else, even if 
it's in the same office, the same institution. 
supervision is mentorship, balancing, guiding my staff on achieving goals for our department, 
but also that balance of achieving professional and personal goal. people are more than their 
jobs. 
Reflection. 
supervision requires humility. 
performance does matter. 
 
supervision is all about coaching. putting people in situations, giving them opportunities to use 
those their skills and talents. 
supervision is a blessing and a curse. blessing because you get you help people get better at 
their job. you learn about people. curse…conflicting identities on your staff, with staff members, 
with each other or staff members, with me. working through is a whole extra part of your job. 
Reflection. 
 
trial and error. this is what I think would work. if it doesn't work, then let's try something else. 
requires humility. 
supervision is organic, co-created, a valued relationship. and grounded in critical consciousness 
when it's done well, 
supervision is getting to know your staff. 
 
I am still learning how to supervise because everyone is different and evolving. 
supervisors, 
we know all the things. 
 
no, we don't know all the things. 
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Dear Colleagues 
Dear Colleagues. Our 50% is better than a mediocre white man. Who 
 
else would you want in leadership besides Black Women? About 
 
supervising us: Supervision is not race neutral. 
 
Nor gender neutral. Can't supervise me the same way you supervise 
 
others. About how we supervise: Time, effort, personal energy into 
 
supervising. Not supervising just for the job but supervising for life. 
 
Preparing and building character of our staff to leave the 
 
job and be good people. About supervising us: Tell folks I know what I'm doing. Understand 
 
the complexity of doing dei work. About how we supervise: We 
 
just care; it makes us who we are. Our detriment: we're sacrificing 
 
to have the job done and to have it done well. Self-care, balancing 
 
motherhood, and work. . Buffering one misspelled word, one 
 
person who didn't get notified to be collaborated with; don’t do it right, it's, it's 
 
over, It's a wrap. One chance. We blow that chance, that's our 
 
reputation. Additional emotional work. More 
 
buffering; Did I talk to this person? Did I present it in the right way? Did they do this? 
Did I come across as angry? Did I take care of this? AND how much we produce given the 
constant buffering, quates to excellence with Black Women, AND our bandwidth is 
 
constantly taxed. Always wondering, is it sexism, racism, or 
 
some combination of both? About supervising us: Know 
 
feelings emotions and, and care is connected to everything that we do. Mediocre white 
 
men and student affairs are a literal cultural phenomenon. I wish I could be 
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mediocre. I wish I could be half-ass and not get 
 
fired, but promoted. About supervising us: My time is precious, but I 
 
have to account for every single second of my time. About how we supervise: I appreciate 
 
results being shown. About supervising us: Black Women not a 
 
monolith. Different experiences; they matter, 
 
and should be valued. Differences don’t make us less Black or 
 
Blacker. Because you talked to a Black Woman 10 years ago 
 
does not mean you know who I am. In closing, we need to operate with integrity. 
 
Wish you did administrators. Know that I will supervisees. 
 
I have fired and will fire people. I am an equal opportunity mediocre firing 
 
supervisor; if you don't grow, produce, and have a little self-awareness. 
Sincerely us. 
Final Poem: Dear Colleagues 
Dear Colleagues, 
 
Our 50% is better than a mediocre white man. 
 
Who else would you want in leadership besides Black Women? 
 
When we lead people, they will follow. So, investing in us will be a win-win. 
 
Been pushed to the margins. 
Tired of being excluded. 
Deserve to be promoted beyond verbal appreciation through tangible recognition. 
 
About supervising us: 
 
Supervision is not race neutral nor gender neutral. 
 
You can't supervise me the same way you supervise others. 
160  






Not supervising just for the job but supervising for life. 
 
Preparing and building character of our staff to leave the job and be good people. 
 
About supervising us: 
 
Tell folks I know what I'm doing. 
 
Understand the complexity of doing dei work. 
 
About how we supervise: 
 












One misspelled word. 
 
One person who didn't get notified to be collaborated with, 
Don’t do it right, it's, it's over, it's a wrap. 
One chance. we blow that chance. That's our reputation. 
 




Did I talk to this person? 
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Did I present it in the right way? 
 
Did they do this? 
 
Did I come across as angry? 
 




How much we produce given the constant buffering, equates to excellence with Black 
Women., AND 
Our bandwidth is constantly taxed. 
 
Always wondering, 
is it sexism, 
racism, 
or some combination of both? 
 
About supervising us: 
 
Know feelings emotions and care is connected to everything that we do. 
Mediocre white men and student affairs are a literal cultural phenomenon. 
I wish I could be mediocre. 
 
I wish I could be half-ass and not get fired but promoted. 
 
About supervising us: 
 
My time is precious, but I have to account for every single second of my time. 
 
About how we supervise: 
 
I appreciate results being shown. 
 
About supervising us: 
Black Women not a monolith. 
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Different experiences; they matter and should be valued. 
 
Differences don’t make us less black or blacker. 
 




We need to operate with integrity. 
Wish that you did administrators. 
Know that I will supervisees. 
 
I have fired and will fire people. 
 




During the third sista circle we engaged in an exercise where we individually shared our 
responses to the following: (1) how, when, and where did you learn how to supervise, (2) 
supervision is  , (3) describe the ways you specifically incorporate discussing social 
identities in your supervision, (4) describe the ways you specifically incorporate elements of 
Black Feminist Thought, intersectionality, and social justice in supervision, and (5) what do you 
believe your gifts, strengths, and talents are that you bring to supervision? Because there is no 
research related to this specific question, I felt it was important to highlight our individual 
approaches and share with each other. Highlighting our individual approaches, gifts, and talents 
as supervisors, remained crucial on the journey of defining for ourselves who we are and valuing 
our talents as supervisors. Further, we provided knowledge so our colleagues would know who 
we are as supervisors. Designated time to reflect on and share our responses to these statements 
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provided our sista circle community with varying knowledge and insight into our approaches and 
talents. As a result of sharing our approaches, the readers of this dissertation have a deeper 
understanding of the commonalities and individual strengths of the Black Women in this study. I 
share our individual responses in the form of blackout poems. When Sage shared her answers, 
she comprised a poem. Therefore, I used the discretion of keeping Sage’s poem as is; rather than 
comprising a blackout poem. 
Alexa 




in my ability to lead.  I learned that this was important because this gift/grace was not given to 
 
me. mentoring, empathy, taking care of my people is my gift. 
 
  It is natural - I listen. and I do NOT 
 
make assumptions.  I share who I am. and Invite my staff to share who they are. 
 
 
Having women on my staff matters and their voices need to be heard 
 
direction. I invite at every juncture. I understand 
 
and do not assume our Black Womanhood means the same. 
 
BFT allows me to realize we have something in common 
 
Diane 
What would have made the situation better? I find 
 
nuggets of goodness. 
 
 
Trial and error. Do structural things; 
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learning contracts, expectation lists, asks how do you want to be supervised? 
 




core, t getting to know my staff 
 
and strengths and talents of my team Mentorship. 
 
end goal. Prepared for the next thing. Black men getting 
 
disciplined not getting support 
 
you know, because you are a Black man, 
 
that does suck. Is it racist? Yup. And how are we going to navigate that? 
 
Because things are happening. Doing a disservice if I didn't call 
 
out the way it really is. how are you going to 
 
address this issue? Using BFT, or intersectionality 
 
is just natural. Because I know somebody is 
 
Black queer and from another country, is going to change how I interact with you, 
 
how I suggest what to do. or, what type of programs we do. It might mean 
 
think about how we can make a program more inclusive by 
 
thinking about intersectionality. . Empath is my 
 
strength. Tell when somebody is perturbed, when 
 





I mentor. Consistently balancing. achieving goals for our 
 
department, and staff achieving their professional and personal goals. Never 
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worked where I felt comfortable being my full self as a Black Woman. being 
 
able to wear my hair in its natural state, could speak up about 
 
microaggressions My goal: create an 
 
environment where people feel they can show up as their whole self. 
 
My staff know I'm a wife, mother, and active in my 
 
community. Black feminist thought and Social Justice are embedded 
 
in the programs and resources mindful of what everyone brings to 
 
the table. Because of being a Black Woman I 
 
reach out to Black staff members. a little bit 
 
more just to check on them. Talented and gifted in empathy and 
 
individualization. Recognize staff 
 
strengths and making myself available. 
 





I am proud to share my gifts. I Emotional intelligence; aware of the space 
 
I take up, things I say and think, and their, impact. 
 
Able to read a room, and to know whether or not is 
 
this the time to have this difficult conversation or does it need to be next week? Coach. 
 
Figure out strengths and how 
 
that plugs into our team. Big picture 
 
and detail oriented. ; I am team player. I have humility. 
 









a pretty good mentor. In student activities, 
 
social identities, weren't coming up like barely. 
 





to define what supervision is going to look like for me, 
 
what I need as a supervisor and, 
 
what I can give. 
 
This represents Black Feminist Thought. Social justice 
 
  , to ask 
 
 
how can we be matching, and be equitable in 
 
providing opportunities and challenges. 
 
Kenya 
Get to know them on a personal level. Let them 
 




social identities that I do not necessarily have to ask them. I use Black Feminist Thought and 
 
Intersectionality in how and 
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what multiple oppressions might be at play when they come with an issue or 
 
an concern. I use social justice, to think 
 
who is this decision gonna serve? , I try to make sure it is serving people who are 
 
most underrepresented. If that is the case, I have done my job. By 
 
default, everybody else is going to benefit. Understanding, responsible. I 
 
a good listener able to hear what people are and are not saying, 
 
 
I Getting better r at pinpointing when people try to talk 
 
around things and getting at the heart of what they really 
mean. Compassionate. 
Laila 
I am about coaching. Taking the skillsets 
 
putting them in situations where they can use 
 
those, My roles as 
 
a mother and wife, are important for those I supervise 
 
to know. Those are my priorities. I have not intentionally, incorporated elements of 
 
Black feminist thought or intersectionality or even social justice 
 
yet, in working with my students, 
 
  I and staff, Aware of the space I'm 
 
in; which part of me shows up the most. and when I need to code 
 
switch. Social justice is a new part of my life. Mindful of, the 
 
language. Woo. Communicate, 
 
toryteller. Acknowledge I don't know a lot. Exist with 
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vulnerability and empathy. Subordinates, I 
 
listen to them feel them; sometimes I ache for them. 
 
Researcher 
I love supervision. It’s about 
 
mentoring, coaching, getting folks to see their talents, to see what they 
 




Putting folks into situations where they 
 
use their talents and their gifts. I hire folks that 
 
compliment my skills. makes me look good. 
 
 
  . It is very hard when I hire folks that 
 
compliment me because naturally, we exist very differently. 
 
It's a dance where I'm not afraid to say, I don't know, I'm sorry. 
 
Not afraid to say we can do this together. Big proponent of language, 
 
I intentional language. we as a team, not I as Sandra the 
 
supervisor, the director, but we as a department and as a team, 
 
I ask what you 
 








I bring up these important conversations. I should as their supervisor. And 
 
they will understand what type of relationship we are 
 
going to have. Identities, intersectionality, social justice, . It is 
going to be a part of our work. The admin skills can be taught, the permanent knowledge of 
social justice, intersectionality, and BFT one must want to learn even if you are not a Black 
Woman. I have a unique gift to create a space, to get people to talk. 
 




I want to hear from you. I make people matter. Does not mean I agree 
 






not know everything. honest from day one. If we work together, create 
 
trusting relationships, respect me as a Black Woman in a position of power, 
 
we are going to be dynamite. 
 
Sage 
It is not taught. It cannot be bought, but the energy care and understanding sucked to supervise. 
I watch. I learn absorb discern how trust and competency are earned to supervise. They asked 
me to lead, can I truly proceed? Do I have all the tools that I really need to supervise? I want to 
advocate not just placate our team. Our success cannot be left to fate.  When I supervise, 
because y'all are going to get this. My ways will be dismissed. The stories we weave and the will 
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to persist, to supervise. I uplift individuals. My touch is residual tailoring tasks, doling out 
praise, challenging, stretching, feeding a collective soul in supervision. 
Sydney 
If shit's raining and pouring downhill, I am the stop. Fantastic work, it's the team. 
 
That is the balance. I constantly toggle between that. 
 
I build trust, and go to a trusted circle to keep me humble. Yes, 
 
performance matters. I empower staff to achieve their highest contribution. 
 
Supervision requires humility and courage. I hire for cultural add not cultural fit. I 
 
incorporate social identities, Black Feminist Thought, and Intersectionality.  
 
in allyship in 
 
knowing the strength it brings to supervision, in inclusion, 
 
and is based in intergroup dialogue facilitation. 
 




Often, there is no single source of truth. and a third reality. 
 
Providing and engaging in 360-degree feedback, I constantly seek it out. 
 
Love me enough 
 




Reading dynamics, air cover when it's bad, amplification, when it's 
 
good. I have the gift of storytelling , I take really complex information and I 
 
make it super palatable for people, white people, and people in privilege, 
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. If I can get someone to lean in and listen to what I'm saying, maybe you will start to think 
about your behavior. 
Theoretical Construct: What is the Service of Student Affairs, Higher Education, and 
Supervision? 
In the last sista circle, I posed the following: (1) What would it take for student affairs to 
reduce systems, policies and practices of racism and sexism within supervision, (2) How do you 
think student affairs and higher education should go about reducing the systems and structures of 
racism and sexism within supervision, and (3) what type of departmental and institutional 
support policies and practices should be provided for Black Women, student affairs, mid-level 
administrators and supervisors? I posed these questions to get us to think about what change 
could be made within our supervision relationships. During the conversation, Sydney expressed: 
I think there needs to be an understanding of what is student affairs in service of. 
Because if you are actually not in service of supervision, I can stop expecting it. If you're 
not here to do this, then I don't actually have to then be disappointed by what you failed 
to do. But I think it's this myth that we are here to develop people, we're for the whole 
person, authentic self and all of these narratives around we care deeply around social 
justice. If you actually are a system that is racist and sexist, and I know what I'm walking 
into. And if you are explicit about the fact that you were actually not trying to dismantle 
racism, but that you are trying to in small ways, or just go with it, like if you're going to 
be a racist, sexist system than that, I at least know what you are. Then I can navigate that 
because society is inherently sexist and racist, and I know how to show up for that. 
All of us affirmed Sydney’s response. We also affirmed the act of caring is inherently part of 
what it means to be a Black Woman. There are two themes within this construct. Each theme 
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contained conversational narratives and research found in the literature. The themes are (1) The 
Caretaker and (2) Do What I Learned Not To Do. 
Theme #1: The Caretaker 
In BFT, Collins (2000) talked about the significance and importance of motherhood as 
one of the themes. In the confines of this study, the definition of motherhood beyond the 
traditional concept of giving birth to a human emerged. Motherhood in this study described the 
overall duty and innate nature of us as caretakers or othermothers (Collins, 2000) as we also 
assumed our roles as mid-level administrators. Through individual narratives below, we 
explained more in depth our roles as othermothers and caretakers. Diane wrote in her journal, 
The piece that is sitting with me at this moment is the assertion that BFT centers "around 
the core themes of work, family, sexual politics, motherhood, and political activism." 
Often, I feel the concept of 'motherhood' is intended to mean specifically women that 
have given birth to children. However, as a woman that does not have children and may 
never have children, I think of the numerous students that I have played somewhat of a 
mother/auntie/big sister role. From helping them process their identity, to dealing with 
various relationships, to career exploration, I have mentored many students in this 
motherly way. I even have some students that have said long after we worked together 
that they were one of my “kids”. I have many stories about navigating family issues and 
connections that create a unique spin on "motherhood." I think this experience is a 
common experience among Black Women student affairs professionals. In general, the 
field of student affairs situates its professionals in places where we could work long hours 
interacting with students so often this relationship extends beyond the typical student- 
professional relationship. 
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During the third sista circle, I shared my natural sense of caring. 
 
I do not have children but I have a dog. I have nieces and nephews. I have a wife. I think 
it is innate in us. I mean, I think about my mom. She birthed me. I reflect on the 
comments my dad would say to me after her death, telling me often I remind him of my 
mother’s ways of making people feel they matter. Simply, I do not know how to not care. 
And my top strength for those of you who know Strengths Quest is empathy. Empathy, 
feeling, caring. I do not know how to turn it off. And if I turn it off, that would not be me. 
Sydney also shared, 
 
I think I was struck by the common theme of taking care of people, holding people, and 
holding space for them creating space. It is both a blessing and a curse to be considered a 
caretaker as a Black Woman. Right. And yet, so much of supervision was grounded in 
that. I don't know what quite to do with it but there's a piece of me that thinks it's really 
awesome. And there's a piece of me that like Laila, I remember like the first thing that 
you said was, “What am I not doing for people like that pivot we pivot so fast into, I am 
struck by how much we didn't get supervised and what am I not doing to perpetuate 
that?” And it's like, let's, can we just sit with the, we weren't treated well for a minute? 
Laila shared her reflection about her responsibility as a supervisor as it relates to being a 
caretaker: 
A lot of us shared that we learned how to supervise by how we weren't supervised. And it 
just made me think about what I am doing to those that I supervise that they don't want to 
take me with them on their next journey? And how sometimes it could be kind of difficult 
to provide that constructive criticism or feedback or sometimes even to receive it. And so 
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how am I making sure I'm allowing space for those people to come back and share what 
it is that they may not like or what it is that they appreciate that I'm doing? 
Sage, one of the many parents in this study with children at home, spoke to the balance 
between parenting her children and keeping up with her supervision during the pandemic of 
COVID-19: 
You know, at the beginning, when we first were quarantined, you know, like week one 
and week two, I was in a meeting and I had to apologize to a parent. “I'm so sorry. I'm so 
sorry to come back”. And then by like week seven, I was like, “Look, this is what it is. I 
gotta go, video's off. Don't ask me”. It just got to a point where I had to tell people, we 
cannot not keep apologizing. We didn't create this pandemic. We are doing the best we 
can. And sometimes my priority needs to be these people at home, who I said I would 
parent. And that just, that just needs to be it. And I think that the folks who were not 
caregivers in some way of either siblings, older parents, animals, kids, had different 
interactions in the, in the online Zoom meetings than the folks who are trying to 
prioritize, taking care of all the people around. 
Helen also pushed back on the idea of caretaking: 
 
When do specifically Black Women get the chance to just be, and not like be a resource 
in this world in general? And so, again, like I said, I mean, that's, that's a larger thing that 
I've just been thinking about. I recognize that a lot of people don't even realize that that is 
how you equate, like how good of a black woman you are, by how much I can carry how 
much I can do for other people. And while I absolutely find great satisfaction fulfillment 
in being of service and like helping other people, to what extent am I killing myself? 
Because everyone else has also inhaled that same smoke, what women and what Black 
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Women are supposed to do or supposed to mean. I just don't think that it gives any room 
for anything else. Again, who can we lean on? Especially at work. People see me as a 
resource to come and say, “Hey, this is what is happening”. When I leave this place and 
am at the grocery store, somebody is coming and asking me, “Do I know, like, if this is 
this type of pepper or that type of pepper”, like, it just doesn't stop. 
Kenya described the action of caretaking and othermothering for herself: 
 
Us being caring people is like part of what makes I think Black Women's supervisors 
special. It seems like in our current configuration of how student affairs works, what's 
holding us back. Right. Because we're not just like fuck, y'all, y'all figure it out along the 
way. Like I'm here for me trying to move up. We're more invested in the people that we 
work with. And so that's different. That's going to put you on a different trajectory. 
Faculty members spend so much time working with students of color instead of doing the 
things they need to do to get tenure, right. It's like that same thing. And like it's slower, 
it's a slower pace for you. And I think it's a slower pace for us many times because we're 
so busy being concerned about the people we work with. 
Finally, Alexa named her responsibility caretaking and other mothering when it comes to 
hiring and her staff. When Alexa hired the Black Woman that is currently in the role of assistant 
director, Alexa reflected, 
She, the assistant director, walked in and stood up for herself. She is more intelligent than 
I will ever be; she has book smarts, and she has street smarts, and she's able to control a 
room. And I admire that in her and I realized that I need to give her everything that I 
never got. I'm hard on her, I share things with her I probably shouldn't tell her, but I need 
to let her know that, you write your own story. So, she is my best hire ever, ever, and I 
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know she doesn't agree with everything I do, nor should she, but I know she has my back 
all the time, I trust her. 
Theme #2: Do What I Learned Not to Do 
The sista colleagues affirmed and confirmed our lack of guidance, in-depth preparation, 
trainings, or essential workshops we needed to prepare us to supervise. Essentially, the sista 
colleagues affirmed and confirmed that the lack of training and preparation of supervision further 
perpetuated the presence of racism and sexism Black Women consistently experience from 
supervisors and direct reports. During the third sista circle, we shared where we learned or how 
we learned to supervise. Many of us shared experiences that lead us to collectively concluding 
not everyone should have the job of supervising. Laila shared the lack of tools her institution 
provides supervisors, 
They're going to give us some type of skill or new technique or talk to us about best 
practices. You know, we talked about how to get your employees to submit time sheets 
on time. We talked about how to develop smart goals. I know how to develop a smart 
goal. That's something that I could tell my four-year-old to do. I don't need to learn how 
to do that in a workshop to teach other grown people. And then I started thinking about, 
I've only been at one institution that had an ombudsman person and I never really 
understood what that person did. I still don't know. I still have no idea, but I know we 
don't have one now. So, I'm not sure the difference between, you know, HR and the 
ombudsman person. 
Additionally, Laila shared about learning how to supervise, 
 
I can't pinpoint an exact moment or time or, place where I learned how to supervise. I 
think all of my experiences together showed me how I don't want to be supervised. I can 
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pinpoint a few instances where I was like, oh, that was good. Like, oh, that was great. I 
wish I could do that. Or how can I learn how to do that? 
Diane affirmed Laila, 
 
I don't know that there was like a specific time that I learned how to supervise, I would 
say, I don't think I've ever had a supervisor that was good; I learned this from them. I feel 
like there's a lot of supervision that I had that I felt like was real crappy and super toxic. 
But I guess I learned that I didn't want to do those things and I didn't want to create those 
environments for others. 
Sydney shared her story about learning supervision. 
 
I did not take a class on it. I went to, I mean, I went to a higher ed program that was at a 
research one institution. So, there was no practice. I learned how to supervise from 
people who supervised me. I've seen really phenomenal supervision from a person that I 
didn't expect. A white lesbian woman was my first and best supervisor. She became my 
best friend. I was in her wedding. So, like, it's just really interesting, right? I've seen 
horrific supervision. So, when I realized that once I got out of that phenomenal 
supervising relationship, I started to look at who was doing it well. 
Helen’s experiences of learning supervision were similar to Sydney’s. Helen explained, 
 
As early as my first job, I started to learn about supervision and how I wanted to 
supervise. More times than not, it was from things that I did not want to do. So, add that 
as another check. Once I started working at higher ed institutions, I feel like I pulled 
probably just as much from individuals of what I did want to take. So, I agree. I'm also a 
hodgepodge of people that I've met throughout my time working and saying, no thank 
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you to other parts. I probably have had an equal amount of really strong supervisors and 
awful supervisors. 
Kenya highlighted there was no official training for her to supervise. 
 
It was really by default. And I learned on the job, in every position that I've ever had. I 
really just started in my first supervision position. I had no idea about like, leadership 
theory or any kind of real construct. I just knew what I didn't like when I had been 
supervised before. And so, I tried to do the opposite of that. That's really how it started. 
I shared my experience of what not do to with my sista colleagues: 
 
First, no one ever taught me how to supervise. The very first time someone attempted to 
teach me how to supervise was when I was told, and it was written in my 6-month 
evaluation I could not supervise. I needed to take this supervision class, and oh yes, a 
class on emotional intelligence. 20 years in student affairs, and a learner of emotional 
intelligence, this was unfair. And to walk in to my 6-month evaluation only to receive an 
evaluation where I met not one standard. Not one. Never in my professional career did 
this happen, until now. Further, the power dynamic was magnified as my supervisor and 
the vice president, the person who had told me I lead too much from a place of my race 
and gender and I should go work at an HBCU, co-delivered my midterm evaluation. 
Again, never did this happen in an evaluation. I knew then, I needed to leave. 
 
In contrast to the literature, Elizabeth brought up our job of supervising new professionals and 
the lack of supervision new professionals are getting: 
I don't think we are educating the people that are new professionals coming into this 
profession. We sell them a dream and then once they get in and dive deep, they go deep 
and there's no way for them to get out. Specifically, with Black Women, we don’t do 
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enough. I don't think we do enough and have those conversations of what it takes to 
retain Black Women as staff. 
After our sharing of the supervision questions, Helen posed the question, “if we were a 
different group of people talking, white men specifically, would our experiences with 
supervision be different?” Helen explained, 
I'm wondering about the good ol’ boys club. If this were a different identity group, what 
would, would they say. I learned how to supervise from this person, or I absolutely had 
mentorship from this person. I never experienced leadership coaches before I came to 
where I'm at now. All the white men who are at director levels and above have worked 
with the same basically resident leadership coach who works with like all the leaders and 
everybody has got the same person. Black Women at that same level or higher made it to 
a certain level, don't have that coach. And so, I'm just wondering about that access. 
Helen’s thoughts made me reflect on the support and lack of support I had from two 
former white male supervisors. I shared, 
This white guy pushed the envelope. He was extremely vocal. He talked about the 
privilege he had as a white male being the director of the office. It was here where I 
began the journey of social justice and learning what power and privilege meant. My 
supervisor mandated and challenged us to consistently ensure our policies and practices 
were in alignment inclusion, equity, and social justice. Additionally, he challenged us to 
find and use our voices. And my supervisor and I would be in meetings often with other 
white men and my supervisor would be considered the expert. Even though, I was 
running the meeting, consistently communicating with my other white male colleagues, 
his voice was looked upon as the final say. I still remember in the midst of our 
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celebration of one of the most successful events, my supervisor got the praise publicly, 
and I did not. I was hurt and frustrated because I did the work behind the scenes and was 
never publicly rewarded. I still considered him an advocate of mine. 
In my role as director, my white male peer was promoted to interim assistant vice 
president and served as my supervisor. Never supervising me the previous six months, I was 
angry to see the words he had written in my evaluation after learning I had failed and not met 
one expectation: 
Often, she presents as paralyzed with fear and unable to interact effectively with others 
including those in positions of authority. When asked a few simple questions via email by 
person x, she became frustrated and asked to sit with me while I had the conversation 
with person x. In my first two weeks as her supervisor she was gone for her assignment to 
Leader Shape and traveling for her PhD. Even before I was her supervisor, she possessed 
deficiencies in her director role. 
As I read and continue to read my evaluation, my supervisor perpetuated and reinforced 
systems of power and oppression. I knew when I left I would not supervise like him. Sage’s final 
reflections directly named not everyone should supervise: 
I'm just like, there are people who shouldn't be supervisors. There are people who 
absolutely should be supervisors, and that should be the job. Like when we supervise, we 
are also doing 800 other things, right. And we're expected to supervise and do all these 
other things. And if I could just supervise and manage and support and advocate for my 
team, and that was the only goal, I would be amazing, I mean, I think I'm amazing, but I 
would be real amazing if I can do just that. It's a lot of work to do it and to do it right. 
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And when you do it wrong to admit it was wrong and, and heal and, and to go through all 
of that. 
Conclusion 
Black Feminist Thought (BFT) and Black Feminist Epistemology (BFE) were embedded 
in the presentation of the findings by, (1) making space for the acknowledgement and belief that 
our lived experiences in this research constitute knowledge; therefore, putting power back in our 
hands, (2) understanding our knowledge is derived from our lived experiences, (3) continuing to 
use poetry in the form of liberation, challenging and resisting traditional standard norms of 
writing research, (4) using poetry to share our collective standpoint, (5) using individual poems 
and narratives to remind readers we do not always think the same, (6) adding to the research by 
highlighting our talents, gifts, and strengths in how we supervise, and (7) sharing our stories as 
we engage in and practice reclaiming our stories through self-definition and self-valuation. 
The findings presented made clear, (1) Black Women student affairs mid-level 
administrators experienced and resisted racism and sexism daily, (2) Black Women student 
affairs mid-level administrators naturally put others needs before our own, (3) Black Women 
student affairs mid-level administrators have talents and gifts that need to be used and rewarded, 
(4) Black Women experience various forms of trauma from white colleagues and colleagues that 
identify as people of color, (5) white supremacy, anti-blackness, racism, and sexism are active 
and prevalent within institutions of higher education, (6) not everyone should supervise, and (7) 
there is no student affairs supervision framework designed specifically by Black Women 
specifically for Black Women that prepares us for supervision. The discussion of findings, 
implications of the findings, recommendations, future research, and next steps are shared in the 
next and final chapter. 
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Interlude: L.O.C.S. (Adaptation from Researcher Journal, September 2020) 
It seems like the entire world has intensely specific opinions on how black women and girls 
should be. How we should wear our hair, how we should talk, and the volume at which we 
should do it. The list goes on: how we should dance, who we should date, what kind of    
music we should listen to, etc. What I love most about being black is I've been forced from   
an early age to confront — and later ignore — all these absurd expectations and live life on 
my own terms, liberated, with zero F's left to give. 
Nicole Yoon-Everything Everything and the sun is also a star. 
 
September 12, 2020 
Finally. 
I am absolutely in love with my hair. It only took engaging in my research study with my 








I am on the journey of discovery and spirituality to intimately know who this Black Woman is. 
Finally. 
 
I started believing I am beautiful. 
 
I stopped saying I wish my hair was straighter, curlier, thicker, or   kinkier 
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I started acknowledging the beauty of my hair. 
 







Upon immediately seeing my wife for the first time since starting my journey, she said, “I 
haven’t seen you this happy since our marriage.” 
Truth. 
I was and still am on top of the world. 
I shared with all my friends, my sista colleagues, and my committee my new hairdo. 
Everyone loved it. 
Finally. 
I can honestly say I feel close to my ancestors. 







To be continued. 
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CHAPTER 5: NEW BEGINNINGS 
 
 
Black Women student affairs mid-level administrators are what Collins (1986) explained 
as “outsiders within.” As “outsiders within,” we experience individual and systemic acts of both 
racism and sexism from supervisors and direct reports daily. As “outsiders within,” we also 
possess knowledge, strengths, and gifts (Collins, 1986, 1990, 2000) that should be used in 
supervision. 
While I originally designed this study from a place of anger, I exist now in a place of 
transformation and liberation. I felt anger as my eight sista colleagues and I described multiple 
and varying experiences in supervision that caused and still cause us trauma. Most importantly, I 
have been transformed, liberated, and emancipated as we “reclaimed our time;” thank you, 
Congresswoman Maxine Waters (2017). We reclaimed our time as we engaged in self-definition 
and self-valuation (Collins, 1986, 1990, 2000). We reclaimed our time by acknowledging our 
talents and gifts as Black Woman supervisors; a first in the literature and a first as shared in our 
professional experiences. We reclaimed our time by speaking directly to our colleagues who 
supervise us and our colleagues who we supervise. 
As I wrote this final chapter in this study, I am still angry. I am angry at the disconnect 
between how Black Women student affairs mid-level administrators who supervise are treated 
and valued amidst the public statements of student affairs and higher education valuing social 
justice, diversity, equity, and inclusion (ACPA/NASPA Professional Competencies Rubric, 
2015). As found in my study, Black Women student affairs professionals as a collective 
consistently fail to be rewarded, considered knowledgeable, and valued in the profession. I am 
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liberated because collectively we formed a new group of sista colleagues that will always be 
connected. In the end, I have been transformed because I gained what had been missing all my 
life: self-love, self-valuation, and self-definition. Included in this last chapter is a brief tie-in of 
the findings and research process to BFT and intersectionality, implications of the findings, 
limitations, and recommendations. I also share my future research possibilities. I conclude with a 
poem I wrote to signify my research journey process from the lens of an emerging Black 
Feminist Scholar practitioner. 
Connection of Black Feminist Thought (BFT) and Intersectionality 
In this section, I briefly describe self-definition and self-valuation, and interlocking 
systems of oppression. Both tenets of BFT, I describe how I incorporated and link these tenets to 
the findings. Please note I infuse the incorporation of intersectionality in the second tenet of 
BFT. 
Self-Definition and Self-Valuation 
Before tying in self-definition and self-valuation to the results of this study, I explain the 
need for self-definition and self-valuation to apply to all Black Women regardless of profession. 
More than ever, Black Women have a responsibility and a necessity to take control of defining 
and valuing ourselves as legitimate, knowledgeable, and valuable humans. It is our responsibility 
to take control because we have been and are still consistently left out of policy decisions defined 
by whiteness, patriarchy, and gendered racist stereotypes inside the United States (Burnley 
,2020; Ddamulira, 2017; Taylor, 2020). Say her name: Breonna Taylor. Our responsibility to 
take control speaks to Dr. Brittney Cooper’s relevant and poignant words below illuminating the 
erasure of Black Women in society. In an interview with Burnley (2020), Cooper explained the 
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feelings of Black Women as it related to the summer of 2020 killings of Black and Brown people 
by the police, 
Black women are not the folks who are the first thought ever when it comes to black 
protest movements. Some folks said to me, Look, we were in the middle of a pandemic 
and that’s why there wasn’t a protest, not that there wasn’t outrage. I said, Look, we’re 
still in the middle of a pandemic and George Floyd got killed, and people said, We will 
not stand for this, so we will risk it all in the streets, multiple days — and at this point, 
multiple weeks — of massive protest, doing the one thing that we’re told will get you 
sick. So it is that moment where the culture cannot abide the killing of a black man in that 
way, but the culture can abide it when it’s a black woman being killed by police. And 
she’s attacked in her house, sleeping. She’s not even under arrest. And we see that as the 
lesser evil. (para. 2) 
Self-definition and self-valuation became the core of this research study. To analyze the 
findings through the lens of self-definition and self-valuation, I kept in mind Audre Lorde’s 
(1982) message to Harvard University’s attendees of the Malcolm X Celebration; “If I didn’t 
define myself for myself, I would be crunched into other people’s fantasies for me and eaten 
alive” (para. 12). Self-valuation, Collins (1986) encouraged, calls on Black Women to embrace 
what whiteness and patriarchy has deemed as negative. For example, we are deemed bitchy and 
aggressive because we resist and challenge what the dominant whiteness and patriarchy deem as 
female and womanhood. 
We engaged in self-definition and self-valuation by describing our individual approaches 
to supervision, our talents, our gifts as supervisors, and how we incorporate social justice, 
intersectionality, and BFT in supervision. We reclaimed our voices and provided knowledge as 
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Black Women student affairs mid-level administrator supervisors. We reclaimed ourselves by 
sharing our stories with truth and a lack of fear. Given it was the first time all of us engaged in a 
sista circle experience, it was only fitting that we closed with a final self-definition and self- 
valuation exercise. To reclaim our voices and our truths, we each wrote “I Am” poems to 
describe who we are as a result of participating in the study’s sista circles. 
Alexa 
I am happy, but not happy that I am on this journey alone. I have been empowered to claim what 
is mine and not settle for less than what I am. I am owning the fact that I do not have to stay in 
higher education. I am broken, but I am definitely not shattered. I am reminded that I am 
definitely in need of my sister friends more often than I make time for. I realize my tears are 
silent prayers that fertilizes my soul. 
Diane 
I am leaving with more questions. I am reflective on my experiences. I am feeling connected to 
some great people. 
Elizabeth 
I am not alone in this profession. This world would be nothing without Black Women. In the 
company of my sisters, I grow. Black Girl Magic is real. 
Helen 
I am more confident. All of you all have given me so many gems, tools, and nuggets. My 
knapsack is overflowing. I feel more confident every time I leave these sessions, more whole, 
more competent, knowing that all of you all are cheering me on and I am cheering you on. Living 
ancestors are in me and you all are those folks. I am unsure and hopeful about the future. I too 
am so excited to meet her. Actually, she can move a little bit quicker, but I am excited about 
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meeting her. I am just more knowledgeable. I leave every single one of these sessions feeling 
smarter. Thank you all for being smart and for pouring all of your intelligence into me. I know I 
am doing something right. I am proud that I get to contribute to this amazing work, that again, 
stealing from you all, it needs to be required reading. I am just very proud to be able to 
contribute and help someone else hopefully have a better experience. I am proud to be a Black 
Woman. I was proud before this. I am proud today. I am proud tomorrow. But even more proud 
from just learning from all of you. 
Kenya 
I am grateful. I am a star and a beautiful Black Woman galaxy. I am reassured, I am seen, I am 
accepted. I am completely over higher ed and I am open to new possibilities. 
Laila 
I am discouraged but determined. I am pained and angry but filled with purpose. I am bothered, 
but brave. I am confused, but connected and confident, I am sad but saved. I am a victim and a 
victor. I am a giver and gifted. I am oblivious and optimistic. I am bothered, but unapologetically 
Black. 
Sage 
I am seeing familiar patterns played on different stages. I am hearing the stories of powerful 
women full of promise, nowhere near finished. I am feeling gratitude for the culture and gifts of 
our heritage. I am tasting bitter and sweet realities mixed with savory and strong unrealized 
vision. I am smelling change. I am speaking. Finally, I am speaking. 
Sydney 
I am scaffolded and affirmed and in love with my future. And I cannot wait to meet her. I wonder 
why this is the first time I have gathered in a space like this in higher ed. When I have four others 
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of these in a tech space in two years, I hear superpowers, talents, and brilliance in these 
sessions. I see melanin and all of its glory on display. I want you all to know that you are the 
epitome of, of truth and worthiness. I am scaffolded and affirmed and in love with my future and 
cannot wait to meet her. I pretend that other spaces are supportive, and I feel like they sleep on 
black women to their detriment. I touched my spirit and soul in this virtual room. I worry that 
they have, convinced us that we' are not all goddesses. I cry when I remember how hurtful and 
beautiful my times were when higher ed, I am scaffolded and affirmed and in love with my future. 
And cannot wait to meet her. I understand why this dissertation required reading. They are' 
saying some really nice things on the computer. We can hear you love. We can hear you. Thank 
you. Amen. That was really so sweet. That was really authentic and lovely and beautiful. And we 
needed to hear that. So, grab your tissues, Grab your Kleenex. Just let's keep it moving. I 
understand why this dissertation is required reading. I say, trust the universe when it sends you 
messages. I dream of a day when we run the world, as Beyonce has predicted. I hope that putting 
me and us first is now a song that is on repeat and I am scaffolded and affirmed and in love with 
my future. And cannot wait to meet her. 
Interlocking Systems of Oppression 
Collins (1986, 1990, 2000), the Combahee River Collective (1977), and Crenshaw 
(1989, 1991) have reminded us that Black Women do not just deal with race, or gender, or class. 
Instead, we exist in a society dictated by multiple structures and systems of power that 
simultaneously affect our experiences. As such, I explored our experiences of both racism and 
sexism in supervision in this study. 
Crenshaw (1989, 1991) coined the term intersectionality to explain the presence and 
impact of the interlocking systems of oppression. Intersectionality illuminates the “social 
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structural analysis of inequality, in particular, the organization and institutional manifestations of 
power hierarchies and their effects on individuals and groups” (Thornton-Dill & Zambrana, 
2009, p. ix). Thus, to get at the heart of our experiences of racism and sexism in supervision in 
this research study, I used the explanation of intersectionality by Thorton-Dill and Zambrana 
(2009) as a way of highlighting and understanding the inequities of power and hierarchies 
present in supervision within student affairs and higher education. 
As confirmed in the literature (Halter, 2016; Nichols & Baumgartner, 2016) and 
discovered in my research findings, none of us learned how to supervise through formal trainings 
provided by our supervisors and departments at our institutions. Further, my research study 
findings confirmed the presence of systemic racism and sexism within supervision experienced 
by Black Women student affairs mid-level administrators. Thus, the problem identified in 
Chapter 1 still remains; there is a lack of acknowledgment and analyses of power structures and 
systems of oppression within supervision (Brown et. al, 2020). Additionally, we identified 
policies and practices that reinforced anti-blackness and gendered racism. I cannot help but shake 
my head, as Sage had to write a 20-page document to justify her desire to promote a woman of 
color direct report while her white colleagues do not have to justify their promotions of other 
white folks in the institution. 
To conclude the analysis and integration of intersectionality and interlocking systems of 
oppression, I share an excerpt from our “Dear Colleagues” poem. The excerpt highlights the 
presence and impact of the systems and structures of both racism and sexism in supervision that 
reward whiteness and patriarchy: 
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About How we Supervise 
We just care, it makes us who we are. 
Our detriment: We are sacrificing to have the job done and to have it done well. 
 
Self-care, balancing motherhood, and work. 
 
Buffering; one misspelled word, one person who did not get notified to be collaborated with. Do 
not do it right, it's over, it is a wrap. One chance. We blow that chance. That is our reputation. 
Additional emotional work. More buffering. Did I talk to this person? Did I present it in the right 
way? Did they do this? Did I come across as angry? Did I take care of this? 
AND 
 
How much we produce given the constant buffering, equates to excellence with Black Women, 
AND 
Our bandwidth is constantly taxed, 
 
Always wondering, is it sexism, racism, or some combination of both? 
 
About Supervising Us 
Know feelings emotions and care is connected to everything that we do. 
Mediocre white men and student affairs are a literal cultural phenomenon. 
I wish I could be mediocre. I wish I could be half-ass and not get fired but promoted. 
 
The next section highlights significant implications from the research findings. 
 
Implications 
To arrive at the implications, I reflected on our stories and experiences found in the data I 
collected. As I wrote the implications of this research, I centered our voices and stories. 
Centering our voices and stories aligns with the purpose of BFT and Black Feminist 
Epistemology (BFE) (Collins, 1986, 1990, 2000). In this section, I discuss implications from the 
intersection of the three main theoretical constructs: an analysis of the intersection of trauma, 
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speaking up (resistance), and understanding who and what supervision in student affairs and 
higher education serves. 
Before discussing the implications from the research findings, I invite you to reflect on a 
summary of our experiences and approaches to supervision in student affairs. To remind you, 
working as a Black Woman student affairs mid-level administrator is exhausting due to the 
written and unwritten actions that perpetuate racism and sexism we experience. Gendered racial 
microaggressions and stereotypes such as being deemed the Angry Black Woman is real. The 
cycle of socialization is alive and perpetuates white supremacy, internalized oppression, and 
horizontal oppression. Mediocre white people get promoted daily and “all skin folk ain’t 
kinfolk.” Remember, just because I am a Black Woman, and you are a Black Woman, does not 
mean you want me to thrive. Our approach to supervision and our existence is simple; we are 
known to be and show up as caretakers. We emphasize taking care of our staff and prioritize 
getting to know them. It is our responsibility to provide our staff with the resources for them to 
thrive. We set up our staff so they can exist from a place of their strengths. As many of us 
discussed, we care about students, which is fundamentally at the core of why we got into student 
affairs. 
Of the nine sista colleagues who took part in this study, five currently work in student 
affairs, one begins a non-tenure track faculty position in January 2021, one works in corporate, 
one is pursuing her PhD, and I work for a nonprofit company with ties to higher education. The 
three of us not employed in student affairs and higher education have no plans of returning. The 
other sista colleagues currently working in student affairs and higher education admittedly shared 
they keep their options open for job opportunities outside of student affairs and higher education 
due to the continued trauma. In summary, all of us were clear in our message as supervisors to 
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our colleagues: we deserve to be able to come to work to do our job in an environment where we 
have resources, practices, and policies that support, value, and award the knowledge we bring as 
Black Women. Afterall, as many of us shared, our white colleagues and other colleagues of color 
receive praise and resources that we do not. 
The first implication of the research names the possibility and reality of Black Women 
leaving the profession. The second implication names the impact of us putting others ahead of 
our own well-being. I conclude the section highlighting what the implications suggest for future 
practice in student affairs and higher education. 
The Intersection of Trauma, Speaking Up (Resistance), and The Service of Supervision in 
student affairs and higher education = Black Women leaving the profession 
Black Women leave student affairs and higher education because of supervisors and a 
lack of institutional and departmental support for us to thrive in the workplace (Barnard, 2015; 
Hairston, 2018; James; 2018; Williams, 2019). To support the implication of Black Women 
leaving the profession, I reference relevant dissertation research by Williams (2019), Townsend 
(2019), and my research study. Williams (2019) dissertation study illuminated the experiences of 
eight Black Women student affairs administrators who opted out of their positions. Many of the 
reasons the administrators opted out of their positions in the work environment equates to the 
trauma as experienced by structural and systemic systems of oppression. Williams (2019) was 
direct as she stated, “Why should Black Women adjust how they show up in the workplace 
instead of adjusting expectations of what a workplace looks like?” (p. 4). 
Townsend’s (2019) dissertation study provided research on recruitment, retention, and 
the career promotions of Black Women at the Director level and up. Townsend (2019) 
discovered Black Women experience a lack of systemic support, engage in identity politics, and 
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have professional limitations. Both dissertation findings parallel findings in my study related to 
supervision. Combining the research findings in Williams (2019), Townsend (2019), and my 
research, I highlight four reasons impacting Black Women leave the profession. 
I Cannot Show up as my Whole Being 
Black Women do not have the luxury or support to show up authentically in supervision, 
student affairs, and in higher education (Garrett &Thurston, 2019; Hairston, 2018; Johnson, 
2018; Townsend, 2019; Williams, 2019). Not being able to show up authentically equates to 
erasing Black Women and our contributions. For instance, I cannot and will never forget being 
told I lead too much from a place of my race and gender and I should go work at a historically 
Black college and university (HBCU). I cannot escape and choose not to escape my Black 
Womanhood. So, I left student affairs and higher education and have no desire to return. 
Black Tax 
In her dissertation, Townsend (2019) highlighted the impact of Black Tax (Griffin et al., 
2011) on Black Women administrators. Black tax describes the various written and unwritten 
ways Black Women mid-level administrators are used in student affairs to often mitigate race 
situations (Griffin et al., 2011). Additionally, Black tax describes the ways systemic and 
structural racism and sexism impact Black Women (Griffin et al., 2011). Stories of Black tax 
from my research study include mentoring students of color despite mentoring not being in the 
job description, being the token on the diversity committee because we are deemed the expert on 
everything diversity (race relations), being asked to spy on the students of color and provide 
information to upper level administrators on future protests, and consistently having to appease 
and coddle white colleagues who are not willing to own the presence of whiteness and white 
supremacy embedded within supervision. 
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Horizontal Oppression 
Horizontal oppression (Hardiman et. al, 2007; Patel, 2011) is real. Experiencing 
discrimination from people who look like us almost killed some of us. I use kill as an analogy, 
because we are alive but are damaged from folks who in theory should support us. We engaged 
in multiple conversations sharing our stories and anger, disappointment, and sadness when Black 
Women, Black men, other women of color, and men of color enacted discrimination against us. 
After all, are not the same people who face racism and sexism (Black Women, women of color, 
and men of color) supposed to uplift us? Seven out of nine of us described harmful past and 
current experiences of horizontal oppression. Of the three of us no longer working in student 
affairs and higher education, our experiences of sexism, homophobia, and internalized racism 
enacted by our supervisors resulted in us leaving our positions. 
Service of Student Affairs, Higher Education, and Supervision 
As long as systems of racism and sexism is perpetuated and rewarded within supervision, 
student affairs, and higher education as a whole, Black Women student affairs mid-level 
administrators will continue to be devalued, suffer, and question if they want to serve student 
affairs and higher education. Within our sista circles, we challenged supervisors, the profession 
of student affairs, and the institution of higher education to be honest about their intentions; and 
to be honest about the impact of policies and practices on Black Women. Being honest about 
intentions means an acknowledgment of current and past practices built and maintained in 
whiteness and patriarchy. Being honest about the impact means an acknowledgement and active 
work towards eliminating systems of oppression in supervision and student affairs. 
The Intersection of Trauma, Speaking Up (Resistance), and The Service of Supervision in 
student affairs and higher education = I Do Not Know How or Have Time to Care About Myself 
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Self-care has become trendy in society (Mirk, 2016). Self-care has become trendy in 
student affairs (Quaye et al., 2019). However, advocates of self-care in student affairs fail to 
consider the connection to systems of oppression and white supremacy that is attached to self- 
care (Sambile, 2018; Squire & Nicolazzo, 2019). As we discussed in our sista circles, many of us 
got into student affairs because we wanted to “help students” (Miller, 2016) and still do. 
Audre Lorde (1988) said, “Caring for myself is not self-indulgence, it is self- 
preservation, and that is an act of political warfare” (p.130). While definitely not the first time I 
read Lorde’s words, the concept of us taking care of ourselves is a necessity for Black Women. 
Yet, we do not know how to or when to take care of ourselves. Lorde’s words integrated our 
dialogue midway through the third sista circle when sista colleagues began voicing the need to 
prioritize mental health, fight against the strong Black Women mantra, and begin to put 
ourselves first. In a 2016 article, Mirk linked a 2016 talk given by Black Feminist Evette Dionne 
who shared the dilemma Black Women in society face: 
Because ordinarily, particularly for Black women, we don’t have time to take care of 
ourselves. Many of us are poor, many of us are working ourselves into graves, early 
graves particularly, and many of us put everybody before ourselves. So, standing and 
saying that I matter and that I’m important and that taking care of myself is important is a 
radical act because so often, we’re expected to take care of everybody else, that we’re 
supposed to come last, almost as if it’s a familial expectation. And so, saying that I 
matter, that I come first, that what I need and what I want matters I think is a radical act 
because it goes against everything that we’ve been conditioned to believe. 
Throughout the research study, we consistently named putting our staff members first in 
our approaches to supervision. We form intentional relationships and engage in providing our 
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staff with resources so they can thrive. In our approach with our supervisors, we manage up and 
discuss how we make our supervisors look good. In addition to our supervision approaches, we 
experience Black tax, gendered racist stereotypes, and caring sometimes more for our students 
than our own families. Caring so much more for our students than our own families resulted in 
not liking whom we are when we interact with spouses, our own children, pets, friends, and 
confidants. We need to actively engage in self-care but we do not know how to start. 
Implication Results 
The major findings and implications of this study support the need for a transformation of 
supervision in student affairs. To transform supervision in student affairs, the implications 
suggest, (1) the two major student affairs professional organizations include supervision as its 
own separate competency, (2) to mandate consistent and ongoing supervision trainings and 
workshops for all administrators, and (3) to financially compensate and have Black Women 
design supervision models and frameworks to address the presence and impact of structures and 
systems of power within supervision, to provide insight into how we supervise, and how to 
supervise us. 
By having NASPA and ACPA, the two student affairs professional organizations, 
formally include supervision as its own separate professional competency, the importance and 
value of quality supervision in student affairs and higher education becomes illuminated. 
Currently, supervision is not a standalone professional competency, which reflects a lack of 
importance on quality supervision in the profession. Further, the implications suggest 
institutional mandates for ongoing trainings and workshops for people who supervise. These 
workshops need to focus on what supervision is and how to supervise. Ongoing and mandated 
are key words because the nine of us in this study had no institutional-wide or departmental-wide 
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trainings to learn how to supervise. A few of us who took a “supervision workshop” learned 
more administrative steps, rather than understanding the foundation of supervision. 
Additionally, having supervision models designed by marginalized groups to support 
marginalized groups, supports the finding that people need responsive supervision. Supervising 
people in different ways acknowledges the existence, impact, and rewarding ideals of whiteness, 
patriarchy, and white supremacy already reinforced and awarded in supervision and all of student 
affairs and higher education. Finally, the implications of the findings preview what the current 
and future landscape of student affairs and higher education could look like the erasure of Black 
Women administrators in student affairs and higher education. If numbers of Black Women 
administrators continue to dwindle, student affairs and higher education’s landscape could return 
to what it used to look like— a culture of all white men. 
Understanding the cultural landscape of student affairs and higher education is important 
as my sista colleagues spoke to the need for supervision, student affairs, and higher education to 
be honest and truthful in not only intentions, but also the impact. For, we can actually prepare for 
and determine if we want to enter a culture that historically and currently devalues Black 
Women. Black Women leaving the profession directly impacts the recruitment and retention of 
Black Women undergraduate and graduate students and other historically marginalized groups 
(McClain & Perry, 2017). Representation matters even when all skin folk ain’t kin folk. When 
we see someone, who physically looks like us who most deemed should not be there, it 
represents possibility that I, too, can be in that position (Anderson, 2020; Wiggins, 2017; 
Williams, 2016). In conclusion, a lack of Black Women struggling to prioritize their well-being 
directly affects our physical existence. With Black Women being one of the largest groups to 
deal with life and death health crises such as obesity, heart attacks, and strokes (U.S. Department 
201  
of Health and Human Services Office of Minority Health), student affairs as a profession and 
higher education need to critically examine and prioritize the experiences of Black Women in the 
field. 
Revelations 
The criteria set forth for this research study resembled my lived experiences. Part of my 
responsibility was to discover and share the multiple truths that emerged. As one sista colleague 
shared with me early on in our time together, some of her most traumatic experiences with 
supervision occurred at a minority serving institution. The traumatic experiences at this minority 
serving institution occurred from her supervisors who identified as Black Women. I did not 
expect sista colleagues to have experiences of trauma, racism, and sexism at minority serving 
institutions; much less have someone who met criteria and experienced horizontal oppression at 
a minority serving institution. 
Because her stories from the minority serving institution were recent and aligned with the 
other stories of horizontal oppression being shared at predominantly white institutions, it is 
important to bring this revelation to the forefront. This revelation reinforces the understanding 
that all higher education institution types are permeated with systems of whiteness, patriarchy, 
anti-blackness, and gendered racial microaggressions. The next section describes the limitations 
of the study. 
Limitations 
First, the total number of sista colleagues that participate in this research study is a 
limitation. While I was intentional in creating an in-depth research study design, there are many 
more voices whose stories I did not hear based upon the small sample. Additionally, the small 
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sample size in my research study may cause people to continue to believe that all Black Women 
think the same or experience the same exact experiences. 
Another significant limitation of this research study is the pure focus on systemic racism 
and sexism. Given our various other social identities and how they intersect, highlighting other 
systems of oppression that are present and active in supervision and student affairs can provide 
more holistic experiences. Further, while I had a criterion that sista colleagues work at 
predominantly white institutions, the emphasis on predominantly white institutions did not come 
up during the study. Therefore, I would not exclude Black Women who worked at HBCU’s or 
other minority serving institutions. 
Finally, I cannot exclude the impact of conducting this research study within the presence 
of the pandemic of COVID-19. COVID-19 has overall been a negative experience. Conducting 
my research from June 2020-August 2020, COVID-19 had become a significant part of our new 
way of existing for four months prior. Further, COVID-19 has disproportionately killed Black 
and Brown people at a rate of almost triple our white counterparts (APM Research Lab Staff, 
2020). The coronavirus personally hit my family as my 19-year-old niece was diagnosed with the 
virus in late November 2020. 
While COVID-19 has primarily been an emotional and life-changing experience, I was 
able to gain a positive: a community of sista colleagues and completion of my research study. 
For four consecutive Sunday nights, nine of us gave three hours of our time to engage in this 
research study for a significant piece of data collection. Normally, people are travelling and on 
vacation during their summer vacations. Pre-COVID-19, my ability to have nine sista colleagues 
consistently give this much of their time could have proven to be challenging. 
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Additionally, the limitations on how society currently operates only allowed data 
collection to take place virtually instead of the option to collect data in person. Finally, the 
pandemic played an extra focus in creating time to focus and complete my dissertation study. 
The next section outlines recommendations institutions of higher education can do to support 
Black Women mid-level student affairs administrators. 
Recommendations to Support Black Women Mid-level Student Affairs Supervisors 
In our final sista circle, I asked us to name what institutions and student affairs can do to 
show institutional and departmental support of Black Women student affairs mid-level 
administrators who supervise. The recommendations below represent our collective voices: 
1. Before any change can happen in retaining a large population, higher education must first 
acknowledge the history of racism and sexism that built higher education. After 
acknowledging the history, higher education needs to acknowledge the current 
operations, systems, and practices of racism and sexism present in the institution. 
2. Supervision 
 
a. Have ongoing supervision workshops designed by Black Women that incorporate 
BFT, BFE, CRT, intersectionality, and social justice. 
b. Supervision is mandated, learned, taught, and practiced with a foundation of 
acknowledging and dismantling systems of oppression and situating the 
intersection of social identities. 
c. Topics covered in supervision should include foundational concepts of what is 
supervision and how to supervise, rather than purely administrative tasks. 
3. Professional Development/Community Support 
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a. Encourage and support Black Women to engage in writing and submitting works 
that are rooted in collective auto-ethnographies centering the knowledge and 
experiences of Black Women. 
b. Create pathways for Black Women to progress and have access to the same 
resources as her white counterparts. Examples include providing a leadership 
coach to mentor Black Women on how to navigate campus climate and cultures, 
and resources to do our jobs. 
c. Provide for institutionalized sista circles and community care. Sambile (2018) 
described community care as “a shared responsibility to attend to the needs of the 
people within a group, centered in trust and reciprocity” (p. 35). Black Women 
need institutional support for sista circles in a specific way to engage in 
community self-care. 
4. Financial Support 
a. Provide institutional financial support and mandates for all colleagues to attend 
institutes on systemic issues such as anti-blackness, and whiteness. 
b. Ensure equity in salary and benefits for Black Women mid-level administrators. 
5. Leadership 
a. Recruit and retain multiple Black Women in positions of leadership where they 
have the power and responsibility in their job to create, write, and influence 
policy and practices. Because Black Women are not monolithic and skin folk are 
not kin folk providing a diverse group of Black Women to influence and rethink 
departmental and institutional wide policies. 
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The next section outlines future research possibilities before concluding with the 
limitations and final reflection poem. 
Future Research Possibilities 
In this section, I discuss future research plans and opportunities. The first section outlines 
my personal and professional future interests. I conclude the section with recommendations for 
future researchers. 
Personal and Professional Research Interest 
I plan to design, either solo or collectively, a supervision model and framework providing 
knowledge for people who supervise Black Women and who Black Women supervise. Ideally, I 
will continue to meet with sista colleagues to begin the process of developing a model and 
framework. As part of the design of the supervision model and framework, I plan to infuse a 
quantitative approach to account for validity and reliability of the framework. Using both 
quantitative and qualitative measures to design the model and framework provides a holistic way 
of ensuring Black Feminist Thought and intersectionality to be foundations within the model 
(Mertens, 2015). Finally, the model will be applicable to all professional industries given the 
impact of supervision on the recruitment and retention of Black Women. 
Additionally, my fellow sista scholar PhD cohort member and I are in the beginning 
stages of forming a coaching business. The idea is to use sista circles as a method to provide 
coaching and empowerment for folks who identify as Black Women. Combining my research on 
supervision and her research on understanding the experiences of Black Women multicultural 
director administrators, we aspire to engage in transformational and meaningful consulting and 
coaching work to support, uplift, and empower Black Women across all industries. 
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Recommendations for Further Research 
To suggest recommendations for further research, I reflected on the entire study and 
conducted another review of the data. Future research possibilities to further understand the 
experiences of Black Women mid-level administrators in supervision can include the following: 
(1) Exploring the experiences of Black Women mid-level administrators in supervision with 
horizontal oppression, (2) understanding the experiences of Black Women mid-level 
administrators who report their experiences of racism and sexism in supervision to human 
resources, and (3) conducting a study that focuses solely on continuing to explore the supervision 
approaches of Black Women and how they learned to supervise. Future research possibilities to 
further understand aspects of supervision in student affairs can include the following: (1) 
exploring the approaches of supervision of Black Women mid-level administrators from upper- 
level administrators, (2) exploring the approaches of supervision that institutional training 
departments take when training employees, and (3) understanding the strengths, talents, and 
impact of supervision by Black Women from direct reports. 
Conclusion 
Throughout the research process, I have centered our stories of trauma, resistance, and 
knowledge to provide insight into our experiences as supervisors. Additionally, I centered our 
voices to reclaim who we are and in the process offered our advice for what student affairs and 
higher education can do to support us. I conducted this research from my lens as a Black 
Feminist scholar practitioner and an active sista colleague who engaged in the study. 
From my deliberate choice to make this dissertation accessible, I conclude with a final 
poem. The poem reflects on my journey as a PhD student, PhD candidate, and now someone 
who has successfully but more importantly, honestly and authentically, joined a community of 
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the very few Black Women with PhD’s. To whomever reads this poem, may this poem inspire 
you to make change as you think about how to support and uplift the Black Women in your 
professional and personal life. 
And So, It Goes 
And so, it goes. 
 
Becoming and being a Black Feminist scholar researcher and practitioner is more than just 
conducting research. Becoming and being a Black Feminist scholar researcher and practitioner 
is about transformation of self. 
It is about finding and living with self-love. 
It is about finding and living with confidence. 
It is about finding and living with the responsibility of uplifting Black Women as a collective. 
 
It is about finding and living with joy. 
 
It is about consistently thriving in a society that consistently erases me. 
 
It is about self-definition and self-valuation. 
 
And so, it goes. 
 
I thought I needed an all women of color dissertation committee to produce this research study; 
because after all I am a Black Woman. So of course I would be supported by all women of color. 
Nope. That thing called horizontal oppression is real. 
 
I thought I needed men of color. Nope. That thing called horizontal oppression is real. 
 
I thought I was not good enough, smart enough, and my research would be devalued. That thing 
called internalized oppression and white supremacy are real. 
And so, it goes. 
 
During any doctoral student, doctoral candidate, and research process, life continues to happen. 
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2018 solidified my life partner when I married my best friend and confidant. 
 
2018 allowed my best friend and I to present at the national conference on race ethnicity and 
higher education on the topic of supervision. 
2019 landed me the best advisor and chair I could imagine. A white lesbian woman from the 
complete opposite background as me, yet understands the significance of loss and grief. 
2019 landed me bonds with more women of color when I became an active and long-lasting 
member of Formation. 
2020 I flourished in my academic journey; and for the first time in my life, I feared for my life. 
 
And so, it goes. 
Yes, I flourished. 
May 1st, 2020- For the first time in my academic career, I was called brilliant by the four women 
who have gone on this journey with me as my committee members. 
June 2020-August 2020- I implemented and participated in the design of my dissertation 
research study with 8 other sista colleagues. We created a beautiful, brilliant, community where 
knowledge was shared, individual and collective self-love developed, and where we reclaimed 
our time by defining and valuing ourselves as Black Women student affairs mid-level 
administrators. 
November 2020-Kamala Harris gave her acceptance speech for being elected as Vice President 
of the United States-recognizing Kamala as the first woman and woman of color to serve in this 
position. 




COVID 19 is a killer-and killing disproportionally Black and Brown people. 
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Donald Trump continues to infuse hatred of all kinds. 
 
Breonna Taylor is shot and killed in her house and justice is still not served. 
 
And so, it goes. 
 
nevertheless, she persisted. because historically and culturally, that is what I do. 
nevertheless, she persisted. because my research will challenge systems to reengage in 
supervision acknowledging systems of oppression. 
nevertheless, she persisted because my research centers and will continue to center Black 
Women. 
nevertheless, she persisted because I will be a Black Woman with a PhD. Get ready. 
 
And so, it goes. 
 
I just wanna be myself 




Girl be yourself 
That's why I be myself 
And I'm gonna love it (Mary J. Blige) 
 
Mary J. Blige, I am finally myself. Doing the research, the way I want to do it living my authentic 
Black Womanhood. As a Black Feminist Scholar researcher, I AM Enough. I AM More Than 
Enough. 
I Love You, B. Nathan 
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Participants for the I Am Woman Hear Me Roar: Black Women Student Affairs Mid- 
Level Administrators Discuss Racism and Sexism in Student Affairs Supervision at 





Hello! My name is B. Nathan. I am a doctoral candidate in the Higher Education 
Leadership program at Colorado State University. With the guidance of my doctoral chair, Dr. 
Laurie Carlson, I am conducting my research dissertation study called: I Am Woman Hear Me 
Roar: Black Women Student Affairs Mid-Level Administrators Discuss Racism and Sexism in 
Student Affairs Supervision at Predominantly White Institutions. 
Due to a lack of research addressing the presence and impact of racism and sexism Black 
Women student affairs mid-level administrators at predominantly white institutions experience 
from their supervisors and direct reports, I developed this in-depth qualitative research study 
to discuss the presence of racism and sexism in supervision, how we challenge and resist 
racism and sexism in supervision, and how we approach supervision from the lens of being 
Black Women. The purpose of the research study is to: (1) create an empowering and 
supportive space for Black Women student affairs mid-level administrators to tell their stories of 
experiencing and resisting racism and sexism from both supervisor and direct reports and (2) to 
transform supervision in student affairs and higher education by having Black Women student 
affairs mid-level administrators at predominantly white institutions describe how they supervise 
and want to be supervised. Because I value authenticity, truth, vulnerability, and compassion, I 
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believe it is also important to let you know as the doctoral candidate conducting this research 
study, it is a replication of my own lived experiences as a Black Woman working at 
predominantly white institutions in the role of a mid-level administrator. Through the entire 
research process, I hope you find this research study process empowering, 
transformational, and that you feel heard, valued, validated, and included. 
All interviews and sista circle group meetings will take place using Zoom and will be 
video and audio recorded. Sista circle group meetings are us coming together as a collective 
group to "gain an understanding of a specific issue, topic, or phenomena impacting Black 
Women from the perspective of Black Women themselves" (Johnson, 2015, p.45). Also 
described as a support group, sista circle group meetings are rooted in empowerment. As 
Johnson (2015) explained, “Empowerment is the process of stimulating Black women to access 
their personal or collective power to strengthen one another” (p. 41). Below, is an outline of the 
time commitment for selected participants in the research study: 
• 1 mandatory pre interview lasting approximately 75-90 minutes. 
 
• 4 mandatory sista circle meetings lasting a maximum of 3 hours each. 
 
• 1 mandatory post interview lasting no more than 60 minutes to take place after the final 
sista circle meeting. 
• Design a visual artistic project. 
 
• Keep an online journal consisting of specific reflection questions. 
 
• Engage in reviewing transcripts and data for credibility and authenticity. 
 
• PARTICIPANTS SELECTED MUST MEET THE FOLLOWING CRITERIA AND 
PREVIOUSLY OR CURRENTLY EXPERIENCE THE FOLLOWING FROM 2010-
PRESENT: 
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• Assistant Director, Director, or Executive Director in Student Affairs with responsibility 
for an area or department at a predominantly white institution 
• Worked a minimum of 5 years in the field of student affairs 
 
• Supervise professional level staff 
 
• Experience racism and sexism from direct reports, supervisors, or both 
 
• Identify as a Black cisgender Woman 
 
If you are interested in participating in this study and feel you meet the criteria, please 
contact B. Nathan at BNathan@colostate.edu. Upon receiving your interest, I will email you a 
google link to the Demographic Participant and Information questionnaire form for you to 
complete. For those that are selected to participate in the study, you will receive a confirmation 
email letting you know next steps. For those that are not selected, you will receive an email 
extending my appreciation for showing interest. 
In a world of uncertainty, I hope this call for participants makes you feel heard, seen, and 
valued. I am excited to conduct and engage in this necessary and significant research study and 
look forward to sharing the valuable experiences and knowledge of a group of people that 
consistently remain marginalized and devalued in research and student affairs. 




B. Nathan, Doctoral Candidate, Colorado State University, 
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APPENDIX C: DEMOGRAPHIC FORM 
 
I Am Black Woman Hear Me Roar: Black Women Student Affairs Mid-Level Administrators 
Discuss Racism and Sexism in Student Affairs Supervision at Predominantly White Institutions 
(Title at the time of Proposal) Demographic and Informational Form  
Introduction 
The following information is being asked of you to determine if you meet the criteria to 
participate in this study. Participants selected for the study will need to be available between the 
months of June -September for interviews and 4 sista circle group meetings. As a reminder, 
participants must identify as a Black Cisgender Woman and since 2010, 1) worked at least 5 
years in student affairs, 2) supervise(d) professional staff 3) serve(d) as Assistant Director, 
Director, or Executive Director in student affairs at a pwi, and 4) experience (d) racism and 
sexism from supervisors, direct reports, or both. I appreciate you taking the time to answer the 
following questions. All questions are required. As always if you have any questions, please 
contact me at BNathan@colostate.edu. 
I See You. I Hear You. I Value You. B. 
 
 
• What is a valid email address? 
 
• What is your preferred name? 
 
• What do you want your pseudonym to be? This name helps ensure your privacy is 
maintained throughout the study. This will be your name that identifies you as it 
relates to all aspects of the study. 
• What is your racial identity? 
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• What is your gender identity? 
 
• What is your sexual orientation? 
 
• What is your ability? 
 
• What is your socioeconomic status? 
 
• What other salient identities do you want to share? 
 
• Have you experienced racism and sexism from your supervisors since 2010? 
 
• Have you experienced racism and sexism from people you supervise since 2010? 
 
• Beginning in 2010, how many years of supervising professional staff do you have 
at predominantly white institutions? 
There will be a pre-conversational interview that will last between 75-90 minutes and a 
post interview that will last approximately 45 minutes. Pre interviews will be conducted 
throughout June and July. Post interviews will be scheduled during the last sista circle group. 
Are you willing to take part in both the pre- and post-interviews? Yes or No. 
Four sista circle group meetings will occur once a week between June 15th -August 15th. 
 
Each sista circle group will last a maximum of 3 hours. Dates and times will be determined by 
the participants selected. Are you willing to take part in all four sista circle group meetings? Yes 
or No. 
You will be asked to design a visual activity that will be shared during the first sista 
circle group meeting and possibly the last sista circle group meeting. Are you willing to create a 
visual artistic activity? Yes or No 
After each sista circle group meeting, you will be asked to engage in an online journal of 
reflection questions. This journal will serve as a way for you to share your thoughts related to the 
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current sista circle as well as the upcoming sista circle. Are you willing to keep an online written 
journal? Yes or No 
Are you willing to engage in reviewing your personal transcripts and providing feedback 
and thoughts on themes and insights that arise through the data collection process? Yes or No 
Do you have any current or previous artifacts (emails, journal entries, recorded messages, 
work documents, evaluations, and artwork) explaining the following: experiencing racism and 
sexism from supervisors and direct reports, challenging and resisting racism and sexism in 
supervision, and supervising using concepts of social justice, intersectionality, and or Black 
Feminist Thought? Yes or No 
Community norms will be instilled in every sista circle group meeting. To create an 
inclusive, empowering, honest, authentic, and understanding sista circle process, please share 
some community norms you feel would be helpful in making sure the process is inclusive, 
empowering, honest, authentic, and understanding. 




• Preferred cell phone number: 
 
• Preferred email: 
 
• What is your preferred way to be in communication within this study? Text, 
email, cell phone, video chat 
• Do you have access to a webcam as the study will be conducted using Zoom? Yes 
or No. 
• Please upload a current version of your resume. 
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Thank you for taking the time fill out this survey. In the event you are selected to 
participate in this study, I will follow up with you through your preferred email. In the event, you 
have not been selected to participate in the study, you will receive an email letting you know. 
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APPENDIX D: CONSENT FORM 
 
Title of Study at the time of the proposal: I Am Woman, Hear Me Roar: Black Women 
Mid-Level Student Affairs Administrators Discuss Racism and Sexism in Student Affairs 
Supervision at Predominantly White Institutions. 
Introduction and Purpose 
My name is B. Nathan. I am a PhD Candidate at Colorado State University in the Higher 
Education Leadership program. In conjunction with my chair, Dr. Laurie Carlson in the 
Department of Counseling. I am inviting you to take part in this study because you have a story 
that needs to be told as it relates to supervision. You have skills, knowledge, and experiences as a 
Black Woman that need to be used to reconceptualize and transform supervision. Due to a lack 
of research engaging in and acknowledging the impact of race and gender between supervisors of 
and direct reports to Black Women, I developed this qualitative research to do the following: The 
purpose of this qualitative in-depth study is to (1) create a space of liberation and empowerment 
for Black Women, student affairs, mid-level administrators at predominantly white institutions to 
share stories of experiencing and resisting racism and sexism in supervision from both their 
supervisor and direct reports and (2) transform supervision in student affairs and higher 
education by providing Black Women, student affairs, mid-level administrators the opportunity 
to describe their approach to supervision and to share with colleagues what they need to know 
about supervising us. 
The research questions of my study are as follows: 1. How do Black Women student 
affairs mid-level administrators at predominantly white institutions describe their experiences of 
racism and sexism from their supervisors and direct reports? 2. How do Black Women student 
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affairs mid-level administrators at predominantly white institutions describe their experiences of 
resisting racism and sexism from their supervisors and direct reports? 3. How do Black Women 
student affairs mid-level administrators at predominantly white institutions supervise and want to 
be supervised using the concepts of social justice, intersectionality, and Black Feminist Thought? 
Procedures 
All participation takes place virtually using zoom. Participating in this study requires the 
following: 1) You must be available for a 75-90-minute Zoom video and audio recorded pre 
conversational interview. 2) You must be available for 4 Zoom video and audio recorded sista 
circle group meetings lasting a maximum of 3 hours each. We as a group will decide how to 
proceed forward shall our sista circle time move past the three-hour allotted time limit. 3) You 
must be available for a post sista circle group individual interview to last no more than 60 
minutes. 4) Keeping an online written journal to answer reflection questions post each sista circle 
5) Use your creativity to produce a visual collage to be presented at the first sista circle group 
meeting and possibly during the final sista circle. 6) You will be asked to engage in reviewing 
personal transcripts to ensure authenticity and trustworthy reports of data collected. With your 
permission, I will video and audio record all interviews and sista circle group meetings. 
Benefits 
There are no direct benefits to this research study. I hope my research will build on a 
topic that is not heavily discussed in the field and in the literature, cause Student Affairs to 
critically rethink how they engage teaching and defining supervision, eliminate racism and 
sexism Black Women experience, and most importantly remind all Black Women that we are 
worthy and more than enough. 
RISKS/DISCOMFORTS 
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Some of the research questions may make you uncomfortable or upset. You are free to 
decline to answer any questions you do not wish to answer; or to stop the pre- and post-interview 
at any time. Within the sista circle groups, you can remove yourself at any given time, shall you 
have feelings of discomfort. Additionally, I will always be available for individual check-ins 
shall you need those as well throughout our time together. 
Confidentiality 
To minimize the risks to confidentiality, the research will do the following: 
 
1. Each participant will choose a pseudonym that will become their identification 
associated with the study 
2. 2) The pseudonym will be used throughout the data collection, transcription, and 
analysis process. Additionally, transcripts will not include any identifiable names 
of places of employment, folks you supervised, or your supervisors. 
3. Sista circle group meetings will have community norms. One of the community 
norms will contain a note related to confidentiality. 
4. All audio, video, and transcripts files will be stored on a google drive and an 
external hard drive that only I, the researcher has access to. 
5. I will work with the transcription service provider to ensure they return all files to 
me, the researcher at the end of the study. 
6. Finally, the results of this study may be published in peer-reviewed journals, 
professional publications, or educational presentations: however, no participant or 
university will be identified. Additionally, we may be asked to share the research 
files with the CSU Institutional Review Board ethics committee for auditing 
purposes. 
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Zoom recordings will be sent to the transcription service provider immediately following 
your individual interview and each sista circle meeting. Transcriptions will be sent to each 
participant asking for them to review and provide feedback to what they shared. All recordings, 
files, and transcripts will be kept on my external hard drive and in a google folder on my google 
drive. When the research is completed, I will save recordings, files, transcripts, and other data for 
possible use in future research done by myself. I will retain these records for five years post the 
successful passing of my dissertation defense. At that time, all audio and video recordings will 
be deleted and shredded. We may be asked to share the research files with the sponsor or the 
CSU Institutional Review Board ethics committee for auditing purposes. 
Compensation 
 




Participation in research is completely voluntary. You are free to decline to take part in 
the project. You can decline to answer any questions and are free to stop taking part in the 
project at any time. Whether or not you choose to participate in the research and whether or not 
you choose to answer any questions or continue participating in the project, there will be no 
penalty to you or loss of benefits to which you are otherwise entitled. 
Questions 
 
If you have any questions about this research, please feel free to contact me at 814-424- 
1126 or BNathan@colostate.edu. If you have any questions about your rights or treatment as a 
research participant in this study, please contact the Colorado State University Institutional 
Review Board (IRB) at: 970-491-1381, or e-mail RICRO_IRB@mail.colostate.edu . 
Consent to Participate in Research Study 
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You will receive this document in an email from digisigner.com. After reading the entire 
document, please provide your electronic signature and date at the end of the form where it says 
participant signature and date of signature. Your signature and date constitute the following: 
• I have read and understand the entire consent form. 
 
• I consent to having my participation in zoom interviews and sista circle group meetings 
audio and video recorded. 
• I consent to having my pseudonym and direct quotes included in the final research study, 
future publications, and future presentations. 
• I consent to having pseudonyms from places of employment included in the final 
research study, future publications, and future presentations. 
• I understand no other identifying information will be included in the final research study, 
future publications, and future presentations. 
• I agree to participate in this study given the study in its entirety. 
 
Upon signing and dating the document, you will receive an email letting you know the 
document is complete and signed with your signature. Please keep this document for your 
records, shall you want to or need to refer to it in the future. 
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APPENDIX E: FIRST CONVERSATIONAL SEMI-STRUCTURED 
INTERVIEW PROTOCOL 
 
• Describe your path to how you got to student affairs. If you are not currently 
working in Student Affairs, include the path that got you to where you are today. 
• Describe in depth why you want to participate in this study. 
 
• Collins (1986) describes her experiences of racism and sexism within the 
academy as the outsider within. Describe your experiences of racism and sexism 
from supervisors. Describe your experiences of racism and sexism from direct 
reports. Describe how and when you feel you are an outsider within inside 
supervision. 
• What policies and practices exist in supervision in student affairs that are anti- 
Black Women? Explain in depth your answer. 
• How does supervision in student affairs engage in policies and practices that are 
anti-Black Woman? Explain in depth your answer. 
• What is something you know now as a Black Woman, that you would tell your 5- 
year-old self? 
• Is there anything else you would like to share? 
 
• As we prepare for the sista circles, what community norms do you want to see 
guide our time together during these circles? 
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APPENDIX F: FINAL SEMI-STRUCTURED INTERVIEW PROTOCOL  
(ADOPTED BY DUNMEYER, 2020) 
 
• Please describe what it was like for you to participate in this study. 
 
• Please describe the types of support you received from participating in this study. 
 
• Is there anything else you would like to share before our time ends? 
 
• What questions do you have for me? 
